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ABSTRACT 
Communication and Job Satisfaction Attitudes Within 
The Utah Division of Parks and Recreation 
by 
Brian J. Vachowski, Master of Science 
Utah State University, 1976 
Major Professor: Dr. Stephen F. McCool 
Department: Forestry and Outdoor Recreation 
ix 
Communication patterns and job satisfaction are important components 
in understanding organizational behavior. Further, research evidence indicates 
relationships among communica tion, job satisfaction, and organization effec-
tiveness. 
After attitude indices were devised from questionnaire items adminis-
tered to Utah Division of Parks and Recreation personnel, Pearson correla-
tion coeffi c ients were used to determine the degree of relationship between 
a ttitudes toward communication and each of the following attitude indices for 
field operations employees: (1) degree of responsibility and participation in 
decision making; (2) career opportunities, security and training and (3) a com-
bined index of the preceeding two indices. Moderate but statistically sig-
nificant correlations were found. 
Analysis of variance was used to determine differences in attitude 
scores, again in the field operations section, toward official Division goals 
and policies, among high, medium, and low scorers in the communication 
index. No distinct response patterns were found. 
X 
Student's t tests delineated differences among means of scores for 
all five employee groups relating to all the indices. Significant differences in 
attitudes were found for several of the indices. Implications of the findings 
concerning the possible improvement of employee performance and Division 
effectiveness, especially among operations personnel are noted. 
(119 pages) 
INTRODU CTION 
In the past, researchers have given little attention to the personnel who 
comprise agencies admimstenng outdoor rec reation opportunities. Substantial 
research effort has been directed toward various user studies: economic, 
social-demographic, and perceptions. Many studies have attempted to deter-
mine ecological impacts of outdoor recreation activities on specific sites and 
under particular conditions. More recently, behavioral theories have been used 
in attempts to explain and predict man's relationships within an outdoor recrea-
tion setting. 
Yet, only the study of the preferences and behavior of recreationists, 
and resource capabi lities or environmental impacts, does not ensure a system 
approach to outdoor recreation research. Brown et a!. (1973) emphasize the 
need for an approach in which institutions administering outdoor recreation 
opportunities would also receive study as a system. Research directed toward 
institutional dynamics should try to determine if institutions are responsive to 
changes in recreationists' desires, and if existing agencies are oriented to 
today's programs or goals . Another fruitful endeavor would be to identify 
structures most likely to be responsive to individua l aspirations. Study of the 
individuals co mprising outdoor recreation agencies s hould begin to answer 
these questions. The inclusion of institutions administering outdoor recrea-
tion opportunities as a system opens the door for useful research; research 
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which would be welcomed by managers because of its applicability to improving 
organizational effectiveness. 
A goal of many administrators is to improve employee performance and 
the overall effectiveness of their organizations. The effectiveness of outdoor 
recreation agencies can be measured by the services they provide to the pub-
lic, within manpower and budgetary constraints . Such services include provid-
ing recreational opportunities and experiences to meet the social needs of a 
variety of recreating publics. The quantity of opportunities provided is one 
measure of effectiveness, but only in relationship to the demonstrated need for 
particular recreation opportunities . Quality of the service is perhaps a better 
indicator of effectiveness, commensurate with the type of recreation experience 
sought. Employees of outdoor recreation agencies play an important role in 
affecting the quality of experience whenever they come in contact with agency 
clients. 
Motivating and training agency employees to do good work is likely to 
enhance overall organization effectiveness, resulting in more and better recre-
ation opportunities. Often slight changes in attitudes and behavior of public 
employees can significantly affect the quality and quantity of service provided. 
There are a number of strategies used to develop better employee pe1~ 
formance and organization effectiveness; applying concepts and principles 
from organizational behavior research i s one. This appr oach assumes that 
factors within the individual employee and the groups he associates with affect 
the employee's relationship with the work organization. Groups of 
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organizationa l factors inc luded in such relationships include communication, 
degree of r esponsibility, participation in decis ion making, security, training, 
caree r opportunities, goa ls, and policies. By understanding these relationships, 
managers can takP steps to improve tbe effectLveness of their organizati::m. 
This study proposes to use organizational be ha vior theory to suggest 
tec hniques of improving both employee performance and the effectiveness of the 
Utah Divis ion of Parks and Recreation. Divis ion administrators have expressed 
interes t in the a ttitudes of their e mployees regarding problem areas, policy, 
co mmunica tion, and othe r issues relating to the Division. This sort of self-
evaluation, in itse lf, can be a useful tool in eventually achieving better organiza-
tion e ffectiveness . Further insights can be ga ined, however, by explaining 
some of th is data in terms of organizational behavior theory. 
The Utah Divis ion of Parks and Rec r eation has received funding for a 
s tudy of attitudes o f Division employees regarding administrative policies, 
goals , co mmuni cation , and other Division related matters. Comm itment in 
funding generally indicates problem areas which information and analyses may 
he lp to alleviate . This is such an attempt. 
Definitions 
Attitude: At titude refers to an individual's predisposition to evalua te 
an object in a favorable or unfavorable manner (Tosi and Hamner 1974). 
Co mmunica tion: Communication is the exchange of informatio n and the 
transmission of meaning (Katz and Kahn 1966 ). 
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Perception: Perception involves the selecting, organizing, and inter-
preting of stimuli from the environment, and can be defined as the process 
whereby incoming cues from the environment are organized (Tosi and Hamner 
1974). 
Motivation: Motivation can be defined as an inner state that activates, 
energizes, or moves behavior toward goals . 
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COMMUNICATION AND ATTITUDES: 
A CONCEPTUAL FRAMEWORK 
Basically, this ~ thesis is an examination of job satisfaction and com-
munication attitudes within the Utah Division of Parks and Recreation, es-
pecially among field personnel. The purpose of this literature review is to 
identify re levant research linking communication with attitudes and job 
effectiveness . The limitations of such linkages are also identified. The 
theoretical basis for communication and job satisfaction attitudes will each be 
developed individually, followed by a discussion of relationships between com-
munication, attitudes, and organization effectiveness. The chapter is conclud-
ed with study hypotheses. 
Communication 
Fundamentals of communication 
Katz and Kahn (1966) developed the idea that communication is the very 
essence of an organization, a complex process encompassing several dim-
ensions. Among these include the transmission of material from the sender 
to the target audience , its reception and comprehension, and its acceptance or 
rejection. Furthermore, communication is characterized by the broad nature 
of the material to be co mmunicated . Likert (1961) shows these categories to 
include: 
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--Cognitive material 
- information or facts regarding the current situation, problems, 
progress toward goals, etc. 
- ideas, suggestions, experience 
- knowledge with regard to objectives, policies, and actions 
--Motivational and emotional material 
- emotional climate or atmosphere 
- attitudes and reactions 
- loyalties and hostilities 
- feelings of support, appreciation, or rejection 
- goals and objectives 
Although several of these categories are interrelated and not easily 
separated semantically, the concern of this study is largely with motivational 
and emotional aspects, especially attitudes and goals. 
Peter Drucker (1974) offered four fundamentals of communication. 
First, it i s the recipient of information who communicates, instead of the 
person who makes known the information. In other words, the item being 
communicated must be within the recipient's range of perception in order for 
it to be understood. 
A second principle indicates that communication is expectation. We 
perceive what we expect to perceive, and, more important, the unexpected is 
often not perceived at all. 
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Furthermore, communication causes demands on the individual. It 
tells him to become somebody, to do something, or believe something, always 
appealing to motivation. Therefore, Drucker (1974) asserted, if communication 
fits in with the aspirations, values, and purposes of the recipient, it is a 
powerful force. On the other hand, if a communication undermines the purpose 
of the recipient, it is likely not to be believed at all or, at least, to be resisted. 
In the extreme of such a situation, all communication may become suspect in 
the mind of the recipient. 
Drucker's (1974) fourth fundamental is that communication and informa-
tion a re different, yet interdependent. Information is purely formal and has no 
meaning in itself. Where information is logic, communication is perceptio n. 
In light of the fact that information is a lways encoded in some form for trans-
mission, information presupposes communication . 
Lesikar (1968) indicated three universal ingredients of human communica-
tion. The first of these, a sensory environment, implies that communications 
must compete with each other for detection by sensory receptors and other 
st imuli. 
The second ingredient is termed the "filter of the mind," in which the 
human brain makes selective choi ces of the communications it receives. The 
final ingredients are the encoding and decoding processes, in which the mean-
ing of the communication is transferred by means of symbols . The symbols 
themselves, words or actions, are on ly mechanisms for transmittal; the in-
terpretation of the symbols i s made in the mind. 
Behavioral analysis of 
communication 
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There is ample evidence to support the contention that communication 
is more of a function of the internal perception of the individual than of anything 
else. Haney (1973) described this phenomenon in terms of what he called 
"evoked sets." An individual's evoked set is comprised of three variables: 
The individual's internal state (a product of his learning processes), the stimuli 
which trigger the set, and the processes of learning. The concept of differing 
sets, Haney asserted, helps to explain the differences which frequently occur 
between subordinates and superiors in the work organization. 
Sebald (1962) tested the hypothesis that, for the most part, only those 
meanings are being perceived and recalled which reinforce prior images held 
by the individual. In addition, he evaluated the suggestion that selective dis-
tort ion occurs in order to screen out dissonant features--features which are 
apt to disturb preconceived images. Empirical data supported the hypothesis. 
Hyman and Sheatsley (1947) also observed that people seek information congen-
ial to prior attitudes . 
Writing about behavior in general, but about ideas which are applicable 
to communication, Cartwright (1949) noted that total stimulus situations are 
selected or rejected on the basis of an impression of their general character-
istics. Also, the general characteristics used by an individual in grouping 
stimulus s i tuations tend to protect him from unwanted changes in his cog-
nitive structure. 
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Types of communication flow 
Within an organization, communication flow is generally of three types: 
upward, downward, and horizontal. Downward communication, from superiors 
to subordinates, and upward flow, from subordinates to higher levels, will 
comprise the main thrust of the study. Not because it is unimportant, but 
rather because it cannot be adequately measured by the technique used in this 
study, information flow within a particular level--horizontal communication--
wi ll not be considered. 
Of interest here is what Lesikar (1968) termed internal-operational 
communication, which consists of the structured commun ication within the 
organization directly r elated to achieving the organization's work goals, and 
is buill into the organization 's plan of operations. Personal communication, 
inclusive of the incidental exchange of information and feeling whenever people 
come together, can also have a n important influence on individuals' attitudes, 
and is important to this study. 
In many organizations, both upward and downward communication can 
be achieved through formal communication networks. Usually these are 
structured parallel to the organization hierarchy, and are effective in dissem-
inating much of the needed planning, control, a nd opera tiona l data for the 
organization. This formal, structured communication has proven to be the 
most accurate and fastest in many business situations, but It is sometimes 
the least satisfying to employees because of limited participation on their 
part (Mockler 1973). 
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In fact, a study of three divisions of a major British manufacturer found 
that two formal channels of communication were required to offset dissatis-
faction. In addition to the usual hierarchical channels, another formal structure 
of communi cation was built around regular meetings of mixed management and 
worker groups, through which information that had formerly been disseminated 
through the "grapevine" was communicated (Mockler, 1973). 
Downward communication has received a fair amount of attention in 
traditional organizational studies. Katz and Kahn (1966) noted five general 
goals of the downward communication system: 
1. To give specific task directives about job instruction. 
2. To provide information about organizational procedures and 
prac tices. 
3 . To offer information about the rationale of the job . 
4 . To te ll subordinates about their performance . 
5. To disseminate ideological-type information to facilitate the 
indoctrination of goals. 
Most organizations have concentrated on meeting only goal s 1 and 2. 
However, Luthans (1973) asserted that a communication system which fails 
to deliver information about job performance, job rationale, or ideological-
type information has a negative impact on individuals within the organization . 
It promotes an a uthoritative atmosphere which te nds to inhibit an effective 
upward and horizontal communication flow. According to Katz and Kahn (1966), 
supervisors have been slow to develop in subordinates an understanding of the 
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worker's role and how it relates to other roles. This understanding, they say, 
is an excellent bridge to employees' involvement in organization goals. 
Peter Drucker (1974) is foremost of those contending that downward com-
munication cannot work, at least as it is commonly practiced today. The basic 
reason it is not effective, he advised, is that downward communication focuses 
on what management wants to say and may not consider what the recipients 
are attuned to receive. Management therefore cannot be sure of reaching the 
perceptions of subordinates . Listening by itself also cannot work , because 
it assumes that subordinates are able to communicate, when in fact there is 
little indication that this assumption i.s valid . 
Drucker also suggested that communication has to start from the 
intended recipient of communication rather than from the emitter. There has 
to be a general willingness to become involved in the communication process 
so it becomes a two way , rather than one way, syste m. Downward comm unica-
tion s hould proceed only after upward communication has successfully been 
establ ished, and upward communication in turn must be focused on something 
com mon to the perceptions of both recipient and emitter. Management must 
therefore be informed of subordinates' values, beliefs, and aspirations. 
Valid reasons still remain to study downward communication. Drucker 
(1974) recognized that downward communication was an essential part of his 
two way system. Herbert Simon (1 965) advanced the idea that personnel 
would be more receptive to comm unication that followed formal organizational 
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channels . If this is the case, then improved communication flow within these 
channels s hould benefit the organization. 
Studying upward communication is another area worthy of attention, 
because research has indicated serious deficiencies in its application. For 
example, Likert (1961) observed a general lack of concern for upward com-
mun ication, which he described as being practiced at least as inadequately as 
downward communication and probably less adequately. Luthans (1 973 ) 
similarly noted that research has generally verified the ineffective practice 
of upward communication. 
Other studies have indicated the value of upward communication. 
Planty and Machaver (1960) listed the value of effective upward communication 
to both super iors and subordinates: 
Value to superiors 
1. Gives feedback on downward communication 
2. Provides opportunity for subordinate partic ipation in their 
maki ng or at least discussion of the merits and defects of proposed actions 
or decisions 
3. Determines whether s ubordinates get the intended meaning 
from downward communi cation 
4. Encourages subordinates to offer ideas of value to themselves 
and the business 
Value to subordinates 
1. Helps satisfy basic human needs 
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2. Provides a release for emotional tensions and pressures 
3. Gives subordinates every opportunity to express views freely 
and to make their influence felt, offsetting the authoritarian nature of industry. 
In initiating upward communication, according to Fenn and Head (1965), 
subordinates seek the goals of wanting to keep their jobs, desiring to resist 
or promote change in the organization, and possibly wanting to satisfy needs 
beyond the job situation. Upward communication is so difficult that strong 
motivation must exist to initiate it, and person-to-person upward communica-
tion is cited as being most effective (Fenn and Head, 1965). Principles to be 
followed for effective upward communication include having systematic and 
balanced coverage of subordinates' communication, including a directed flow 
of information and meaning. Listening must be sensitive and objective, and 
listening implies that action should be taken (Planty and Machaver, 1960). 
Faulty communication 
A number of studies observed roadblocks to effective communication, 
barriers which when identified in a particular organi zation could be removed . 
Common barriers include: semantical differences with respect to work 
meanings; physical and perceptual distance communicators; conflicting 
interests; an overabundance of information to choose from ; differing frames of 
reference; multiple meanings; overgeneralizations, and prejudgments (Heck-
mann and Huneryager, 1960; Mockler, 1973). Developing an attitude of trust 
14 
in an organization goes a long way toward overcoming perceptual barriers 
(Mockler, 1973). 
The full and free flow of information, although a good beginning point 
lo alleviating organizational weaknesses, is a gross oversimplification (Katz 
and Kahn, 1966). In fact, increased communication may reveal problems as 
well as eliminate them, and may even obscure and confuse existing problems. 
This blanket regard for more communication as a panacea fails to consider 
the functioning of an organization as a social system, and does not meet the 
needs of the subsystems within it (Katz and Kahn, 1966). Hyman and Sheatsley 
(Tosi and Hamner, 1974) have conclusively demonstrated that increasing the 
flow of information to people does not necessarily increase the knowledge ab-
sorbed or produce desired attitude changes. 
In fact, the more information that is generated, the greater is the need 
for functioning and effective communication (Drucker, 1974). The effective-
ness of the information process depends increasingly on our ability to commun-
icate. All the so-called "information revolution" can produce is data (Drucker, 
1974 ). lt is up to the partic ipants to improve communication through a greater 
awareness of the perceptions, needs and attitudes of communication recipients . 
Job Satisfaction Attitudes 
A strand in lhe behavioral web 
Traditionally, most organizational studies have based their conclusions 
on end resu lt variables, such measures as earnings, cost, waste, turnover 
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rate, sales, and so on . In organizational behavior theory, however, is the 
recognition that analyses of only end resul t variables is of very limited value. 
The very complexity of human behavior necessitates an understanding of a 
range of intervening variables between causal and end result variables to 
adequately expla in behaviora l processes. 
These intervening variables more closely reflect the current condition 
of the internal state of the organization than do end result variables (Likert, 
1961). Changes in the intervening variables may not be immediately re-
flected in end result variables; as a result, managers looking only at end 
result variables often make decisions detrimental to the long term operation 
of the organization. 
Attitudes reflecting job satisfaction are one of these intervening vari-
ables in the web of understanding human behavior. Attitudes are actually one 
of three motivational forces--the other two being expectations and perceptions 
(Likert, 1961). Figure 1 schematically depicts atti tudes in relationship to 
causal , intervening, and end result variables . Analyz ing atti tudes as one 
motivational force can lead to an understanding of organizational behavior. 
This has application for improving organization effectiveness. 
Theories concerning attitudes 
A number of theories exist to explain how attitudes, intermediate in 
intensity between opinions and beliefs, function. Lesikar (1968) suggested 
several ways in which attitudes are formed. One way is through objective 
Cogn i t iv~ Mientation~ 
~.g., !-::======:::;----~ r-----;======~inform.ation, my concept ofr my job or rol~. my conc~pt 
of th~ rol~s of oth~rs to 
whom I rel.at~ . ~tc. 
t I 
-
End result variables 
e..g., Production 
cost 
waste 
Earnings 
Absence 
Turnover' 
Union<ompany 
relalions 
Gri~vances 
Stoppages 
Sales et1 •• 
Figure 1. Schematic pattern of relationships between causal, intervening, and end-result varia bles 
(Likert, 1961, p. 197). 
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reasoning, which implies that an individual participates in an objective, ra-
tional thought process to form his attitude. Another possibility for attitude 
formation relates to the individual's social strata. Under this theory social 
inheritance, including class, ethnic status, religion, residence, and less 
importantly age and sex, provide the dominant milieu which influence attitude 
formation. A third theory suggests that the change effects of groups, where a 
group member expressing a desire to conform to group norms will alter his 
attitudes to fit the consensus of group attitudes. The final theory related by 
Lesikar (1968) suggests the individual's self-interest is a major determinant 
of attitude formation. 
Tosi and Hamner (1974) listed three major components of attitudes: 
1. Cognitive component--what a person believes about an object, and 
is determined by information possessed about that object. 
2. Affective component--how a person feels about the object and his 
emotional reaction to that object. 
3. Beha,ioral component--what a person does about an object. 
Further, an individual, in the attitudes he holds, has a need for 
internal consistency among these three components. 
Katz (1974) noted that the present emphasis upon the improvement of 
communication is an indication of the belief in the importance of intelligence 
and comprehension in the formation and change of men's attitudes. Katz also 
observed some other functions of attitudes. He said that the dynamics of 
attitude formation are dependent upon present or past perceptions of the utility 
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of the attitudinal object for the individual. Also, in what Katz called the ego-
defensive function of attitudes, the individual avoids facing either the inner 
reality of the kind of person he is, or the outer reality of the dangers the world 
holds for him. Another function of attitudes was described as the value- ex-
pressi ve function, the function of giving positi ve expression to the individual's 
central values and to the type of person he conceives himself to be. This as-
sists in establishing self-identity and confirming the person's self-perception. 
One final theory which will be briefly mentioned is role theory. A 
fundamental postulate of role theory is that a person 's attitudes will be in-
fluenced by the role that he occupies in the social system. Despite its common 
sense plausibility, little evidence is available to prove it (Lieberman, 1974). 
Job satisfaction attitudes 
Having offered some of the theory behind communication and attitudes, 
the following section will explore relevant findings of s tudies d~aling with the 
specific job satisfaction attitudes chosen for analysis. These include employees' 
attitudes toward: Degree of responsibility and participation in decision 
making ; career opportunities , security, and training; and official organization 
goals and policies. 
Attitudes toward degree of 
responsibility and participation 
in decision making 
The consequences of allowing employees of the lower levels of an 
organization hierarchy to become involved in decision making vary according 
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to the specific organization and its members. The effect of employee participa-
tion in decision making seems to depend on the meaning wh ich workers attach 
to the experimental manipulations, and the relevance and legitimacy of these 
manipulations (Dill, 1962). Thus, before participation programs are initiated, 
careful studies must be undertaken to determine whether employees think they 
need more responsibility and opportunities for participation, a purpose of this 
study . 
It is important to ascertain the level of desire of people to become in-
volved in decisions which affect them before a decision is made to initiate 
participative management (Odiorne, 1971). Maier and Hoffman (1962) as-
serted that such a desire is widespread and should be assumed present. 
Vroom (1960) noted that the desire to participate is a function of the personali ty 
of the worker. Gurin eta!. (1960) reported research indicating the des ire to 
participate to be a middle class value, found more frequently among college 
graduates and similar middle c lass groups than among laborer and lower socio-
economic groups. 
Patchen (1970) cited studies which observed that permitting people to 
participate in the setting of their own work goals would often result in greater 
effort toward attain ing the goals. He ooted that it seemed likely this result 
was due in part to the individual accepting ful ly, and thus valuing highly, goals 
wh ich he had set, or helped to set, for himself. Therefore, the greater the 
inclividual 's part in setting his work goals, the more he would value such goals 
and the greater would be his pride in the ir achievement. 
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Greater participation in decision making may strengthen subordinates' 
identification with higher echelons of the organization. Field employee par-
ticipation results in a greater sense of approximate similarity of status with 
management, and is likely to increase the perceived s imilarity of values and 
goals (Patchen, 1970). As Vroom (1960) indicated, participation in decision 
making is also likely to be satisfying to many organization members . The 
association of such satisfactions with organization membership may further 
increase loyalty to the organization. 
A s tudy by Vroom (1965) corroborated previous findings that participa-
tion in decision making has positive effects on attitude and motivation. The 
effects of participation on attitudes toward the job would be directly propor-
tiona! to the strength of the motives satisfied by the participation. 
Participation may also effect the internaliza tion of group values. In 
order to do this, the employee must find at least one of two conditions present. 
Either the group activity open to him must tap his talents and abilities so that 
his opportunities to show his worth can be tied to the group effort, or the 
activiti es of the group must give him an active voice in group decisions. Even 
if hi s particular talents and abilities may not be tapped, but he is given the 
chance to enter into grou p decisions, he still has satisfied his need for self-
determination (Kat?., 1974). 
Attitudes toward career opportunities, 
security, and training 
In his discussion of job satisfaction and performance, Slee Smith (1973) 
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concluded that job satisfaction appeared to be a measure of the adequacy of the 
rewards given by employers for the completion of a task. Naturally these re-
wards must be commensurate with the quality of performance. The failure 
o f management to recognize and adequately reward good work negates the good 
effects of increased job satisfaction. 
Satisfactions with salary affect employees' feelings in at least two ways . 
First, it affects the individual's perception of the degree to which management 
shares a concern for his welfare. Secondly, it affects the employee's loyalty 
to the organization by influenc ing his perception of the extent to which he is 
deriving benefits from his organization membership (Patchen, 1970). 
AI so, where an employee has the opportunity to r ise high in status and 
rewards within the organization, he may be expected to perceive a greater 
similarity between himself and important organization members (Patchen, 1970). 
Attitudes toward official 
goals and policies 
Attaining an organ ization goal, defined by Vroom (1960) as a shared 
goal for the organization on the part of its leader s, is not a lways the personal 
goal of the individual field employee. One exp lanation for this is the "task 
environment" approach. The "task environment" refers to the particular pat-
tern of inputs which shape an individuals perception of his surroundings (Dill, 
1962). It is evident that access to information concerning the organization is 
a cause of different perceptions of goals . Interpretation of information and 
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the entire scheme of behavioral factors lead individuals to have differing task 
environments (Dill, 1962). 
People will attribute their own attitudes, opinions, or goals to members 
of groups or organization to the extent that they have a positive personal at-
titude toward that group or organization (Vroom, 1960). A sense of solidarity, 
Joyal behavior, and perception of shared characteristics with other organization 
members comprises the concept of identification (Patchen, 1970). There is 
evidence that identification has a relationship to goals. Where explicit or im-
plicit official goals of an organization are not important to its rank and file 
members, they will perceive less in common with the organization leaders and 
thus feel less solidarity with the organization (Patchen, 1970) . 
Linking Communication, Attitudes 
And Effectiveness 
To this point, attributes of individual job satisfaction attitudes and co m-
munication have been described in terms of their charac teristics and relevant 
theoretical background. These variables, however, were not chosen at random. 
Research evidence suggest linkage s among communication, job satisfaction 
attitudes, and overall organizational effectiveness. 
There is evidence to indicate that job related attitudes are directly re-
lated to communication and job effectiveness . Likert (1961) observed that un-
favorable attitudes created serious blocks to the transmission and acceptance 
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of information . He also stated that a positive relationship existed between the 
productivity of workers and their attitudes toward all aspects of work. Favor-
able attitudes were associated with better job performance. Lesikar (1968, p. 
11) stated that, "Attitudes of the organization member s toward the organization, 
their fellow employees, and their assignments directly affect their willingness 
to do assigned tasks." 
Of course, the relationship between job satisfaction and work perfor-
mance is complex, and other behavioral forces within the employee must be 
considered along with his attitudes. Katzell et al. (1961) suggested an approach 
which regarded the work situation as a system having as separate outputs 
employee job satisfaction and performance, and as inputs characteristics both 
of the working environment and of the employees. A variety of inputs would 
be e>,:pected to affect either or both of the two sets of outputs via their effects 
on employee motivation, ability, or both. Var iations in satisfactions may stem 
from the differential fulfillment of varying employee needs a nd expectations. 
Similarly, Sarnoff and Katz (1954) observed that specific overt behavior 
cannot be predic ted so lely on the basis of knowledge of the individual's attitude 
toward that object. Behavior results from many intrapsychic and interpersonal 
forces which may be entirely independent of the atti tude in question. Katzell 
et a l . (1961) also conc luded that correlating job satisfaction with performance, 
exclusive of other behavioral variables, was of limited use. 
Given the awareness that the relationship between attitudes and per-
formance is tenuous, it will be treated as only one aspect of analysis. If 
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improving performance of the Utah Division of Parks and Recreation personnel 
is a goal of the Division, other variables in addition to attitudes need be con-
sidered. This does not, however, negate the importance of positive attitudes 
as a contributing force to improved effectiveness. 
The goals of this study include determining whether or not unfavorable 
job satisfaction attitudes exist among employees of the Utah Division of Parks 
a nd Recreation, and how these attitudes correspond with attitudes toward 
Division communication. It should be evident by now that a direct relationship 
between a good communication attitude and positive job attitudes is expected, 
and conversely, a direct relationship between poor communication attitudes 
and negative job satisfaction attitudes. If these relationships turn out as ex-
pected, Division managers can begin to consider some of the management 
techniques just discussed which would alleviate problem areas and ultimately 
result in improved employee performance, a more effective Division, and more 
highly satisfied employees. 
Management literature suggests that positive relationships exist be-
tween the three job satisfaction attitudes and effectiveness. Effective groups 
of employees have, according to Likert (1961), " ... a greater acceptance of 
the goals of the organization and more feeling by the employees that they are 
helping to influence those goals." Also among effective groups there was 
''Fuller, more candid communication throughout the organization--upward, 
downward, and between peers," and "greater decentralization of the decision 
making process, with more decisions made at lower levels." Of importance 
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in cons ide ring the third variable, career opportunities, Likert (1961) stated 
that effective or ganization members " ... must feel that the reward system of 
the organization- -salaries, wages, bonuses, dividends, interest payments--
yields them equitable compensation for their efforts and contributions." 
Communication can keep employees in touch with organization changes, 
policies, and developments likely to affect their jobs and their futures. Upward 
co mmunication is especially important as a means of keeping management in-
formed of the op inions and views of employees and providing the necessary chan-
nels for their participation in problem solving and decision making (Slee Smith, 
1973). 
Indik et al. (1961) determined that a positive relationship existed between 
the ease or freedom of usage of communication channels between superiors and 
subordinates and job performance. They concluded that, given the s ignificant 
results of their study, there is consistent evidence that high level performance 
tends to be positively associated with openness of commun ication c hannels 
between super iors and subordinates. 
Sherif and Hovland (1961) noted a lack of consistency in findings re-
garding the effects of communication on attitudes, and suggested that the effect 
of a communi cat ion would depend to a large degree on its relationship to the 
position of the recipient and hi s latitude of acceptance and rejection. The em-
ployee's la titudes of acceptance and rejection vary with his degree of familarity, 
extremity of stand, and degree of ego- in volvement on the issue. A strong stand 
on an issue wh ich is personally involving for the individual functions as an 
26 
anchor in hi ~ judgments and renders him Jess likely to be affected by highly dis-
crepant, persuasive communication on the issue. 
The importance of any one job satisfaction attitude is best measured not 
by the level of favorableness or unfavorableness of response to that particular 
item, but rather the extent the response correlates to the total or overall job 
attitude index (Likert, 1961). Therefore, it wi ll be necessary to combine the 
three job satisfaction variables into one satisfaction index for part of the 
analysis. 
At this point it is necessary to inject a clarification of how the relation-
ships d variables should be viewed. The overall objective of the s tudy is to 
provide information about linkages between communication attitudes and specific 
job satisfaction attitudes which will have potential for improving employee per-
formance and Division effectiveness. 
To best meet these objectives, employee attitudes toward Division com-
munication should be compared with each of the three other job satisfaction 
variables heing analyzed: (1) attitude toward official Division goals and policies; 
(2) career opportunities, security and training; and (3) degree of responsibility 
and participation in decision making. Treating each pair individually may not 
be the best method of delineating relationships among the job satisfaction at-
titudes exc lusive of co mmunication. For example , agreement with official 
Division goals and policies may have an effect on employee perception of 
career opportunities or degree of responsibility. Other relationships may 
be equally valid. 
27 
Rather than describe all possible combina tions, only the relationships 
between the job satisfaction attitudes and communication attitude wi ll be an-
alyzed in detail. Other possible relationships which may have implica tions for 
i mprovi ng employee pe rformance or Divis ion effec tivenes s will be inc luded in 
discuss ion sec tions . 
Attitude toward communication need not be considered a causal influence 
on the other job satisfaction attitudes . The purposes here are simply to indicate 
the degree of correlation which exists between communication attitude and the 
other attitudes examined, and to dete rmine the usefulness of related research 
findings in meeting the goals of improved Division e ffec tiveness and employee 
performance . 
Summary 
Organizational behavior research indicates that communication is re-
lated to attitudes regarding three job satisfaction varia bles: (1) degr ee of 
responsibility and participation in dec ision making; (2) career opportunities, 
security, and training; and (3) agreement with official organization goals and 
policies. There also i s evidence to suggest positive relationships exis ting 
between co mmunicat ion and job satisfaction attitudes and employee effec tive-
ness. Both communica tion and job satisfac tion atti tu des should be treated not 
as a tota l answer to improving organization effectiveness, but rather as con-
tributing factors among several motivational forces . 
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Specific Objectives 
Attitudes toward communication and three job satisfaction attitudes will 
be measured from Utah Division of Parks and Recreation personnel. The job 
satisfaction a ttitudes reflect: (1) degree of responstbllity and partic ipation in 
decision making; (2) agreement with official Division goals and policies as 
determined by the State Legislature and the Board of State Parks and Recrea-
tion; and (3) training, security, and career opportunities with the Divi s ion. 
The emphasis of the study will involve the 63 field personnel of the Division, but 
one section will analyze the four other employee groups . By analyzing these 
variables, a step toward achieving the goals of improved employee performance 
and Division effectiveness should be attained. 
Based on previous studies and theories presented in the literature re-
view, the following will be tested for the Utah Division of Parks and Recreation 
field operations personnel : 
la. A positive relationship exis ts between attitude toward communica-
tion and attitude toward degree of responsibility and participation in decision 
making. 
lb. A positive relationship exists between attitude toward communica-
tion and attitude toward career opportunities, security, and training within the 
Division. 
lc. A positive relationship exists between attitude toward communica-
tion and a combined grouping of job satisfaction attitudes. 
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2. A positive relationship exists between attitude toward communication 
and attitude toward official Division goa ls and policies. 
3. Some differences among employee groups are expected regarding 
both attitudes toward communication and job satisfaction attitudes. 
4. Specific problem areas exist in the Utah Division of Parks and 
Recreation where greater effectiveness might result from improved communica-
tion and job satisfaction. Such areas will be identified, solutions suggested, 
and limitations discussed. 
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METHODOLOGY 
Utah Division of Parks and Recrea tion 
The Utah Division of P arks and Recreation, established in 1957 , is 
responsible for operating 44 recreation areas in Utah, and has several 
additional r egulato r y functions. Permanent employees of the Division, both 
in profe ssional a nd nonprofessional capacities, numbered 100 in 1975, and 
were distributed into these categories: 7 in Planning, 17 in Administration, 
13 in Operations (working out of the Salt Lake City office), and 63 in Operations 
(sta tioned throughout the rest of the state). In addition, there were 6 me mbers 
of the appo inted , policy making Board of Parks and Recreation, and 5 me mbers 
on each of the two most ac tive advisory councils , the Boating Advisory Coun-
c il and the Recreational Vehicle Advisory Counci l. 
The main thrust of this thesis is directed at analyzing e mployees of the 
Division, particularly fie ld operations per sonnel, for several reasons. Being 
the larges t group of Division employees, field operations personnel are a 
major influence in determining how effectively the Division performs. In their 
work, these individuals are often in day-to-day contact with the public; their 
overa ll a ttitudes toward the Di vis ion and their work will be a reflection tc the 
public o f the entire Di vis ion. 
Further, field employees are a relatively untapped source of fres h 
ideas a nd suggestio ns for improving Division effectiveness. By looking 
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through the perspective of line employees, management can sometimes benefit 
from suggestions based on years of experience and actual involvement with 
problems. The Division has indicated an interest in learning the attitudes and 
opinions of its employees; it seems reasonable to assume they will use the 
data to better understand their work force and take steps to improve worker 
performance and Division effectiveness. 
Looking at employee levels in addition to field operations i s necessary 
to ind ic ate relationships among different worker groups. Differences in at-
titude between adminlstration and operations, for example, may have implica-
tions for communication and Division effectiveness . It is essential to delineate 
differences, as well as similarities, among employee types to determine an 
overall understanding of the Division and to suggest changes which could lend 
to a more effective organization. 
The Utah Division of Parks and Recreation could be cons idered a rep-
resentative state park agency of the Intermountain Region in terms of person-
nel levels, relative budget, and types of areas administered. It seems reason-
able to assume that an analysis of Utah Division of Parks and Recreation em-
ployees can be an aid in assessing state park agencies in other states, if even 
only at a comparative level. Comparisons might even be made with agencies 
outside of the outdoor recreation area, to evaluate personnel management 
programs among different organizations. 
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Questionnaire Approach 
A questionnaire designed to measure attitudes of a wide range of 
concerns of the Utah Division of Park s and Recreation was administered to 
the 100 permanent employees of the Division, the Boara of Parks and Hecrea-
tion, and the Boating a nd Recreational Vehicle Advisory Councils. The ques-
tionnaire for each employee group was printed on different colored paper t.o 
enable identification by the foll owing categories: (1) Board of State Parks 
and Recreation, Boating Advisory Council and Recreational Vehicle Advisory 
Council (hereafter labelled Board); (2) Administration personnel; (3) Plan-
ning personnel; (4) Operations personnel working out of the Salt Lake City 
office; and (5) Operations personnel working throughout the rest of the state 
(hereafter termed F ield personnel). 
The questionnaire was introduced by one of four cover letters , each 
appropri ate t.o the respective category of employee, and signed by Marvin G. 
Jenson, Assistant Director of the Utah Division of Parks and Recreation. The 
cover lette r urged cooperation in completing the lengthy questionnaire, in-
dicated that results would be input into ideas for improving Division effective-
ness, and observed that identity of respondents could not be determined a nd 
indi vidual responses would be kept confidentia l. A copy of the questionnaire 
and a representative cover letter are included in Appendix A. 
Questionnaires were mailed out in April, 1975. One follow-up request 
was included with the next month 's pay checks of Division employees, urging 
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them to complete the questionnaire if they had not already done so. Data com-
pilation was cut off in June, 1975, after return rate dwindled to zero. Rate of 
return for the 13 page questionnaire is indicated in Table 1. 
Table 1. Return rate for employee questionnaire 
Employee Number Number Percent 
category sent out returned return 
Board 16 8 50.0 
Administration 17 8 47.0 
Planning 7 6 85.7 
SLC operations 13 8 61.5 
Field operations 63 45 71.4 
Overall 116 75 64 .7 
Indices Determination 
Several items in the questionnaire which measured similar attributes 
were grouped together to develop indices reflec ting: (1) attitudes toward 
official goals and policies of the Division; (2) attitude toward career oppor-
lunities, securi ty, and training; (3 ) atti tude toward communication; and (4) 
attitude with respect to degree of responsibility and participation in decision 
making. 
Before listing the specifi c indices items, some general remarks are 
in order . The items selected were designed lo evaluate attitudes us ing a 
34 
Likert-type scale, with five interva ls for responses to statements, ranging 
from "strongly agree" to "strongly disagree . " The median response was la-
belled "don't know, " but because of its phys ical location in the middle of the 
choice o f responses, "don't know" was valued as an intermediate between 
"agree" and "disagree." 
In a ll cases, questionnaire coding was adjusted to accommodate for 
two situations. First, some questionnaire items were phrased negatively to 
help eliminate bias. In these cases, coding has been adjusted so that in all 
items a lower score number represents a more positive attitude with respect 
to that item. In the index indicating attitude toward official Division goals and 
policies, a lower item score reflects a higher agreement with the officia l goal 
or policy. 
Va lues used in correlation coeffic ient calculations were formed by 
adding an individual's responses to the items of a particular index. Mean 
scores were computed for student's t tests and ana lysis of variance (ANOVA) 
techniques. Missing responses were omitted from all calculations. 
Before desc ribing the actual integration of ques tionnaire items into 
a ttitude indices, it should prove informative to examine the items individually. 
The follow ing paragraphs list the items selected for grouping into indices , 
while Appe ndix B presents in greater detail the response scores, and abso-
lute and adjus ted frequenc ies of responses to these items. 
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Agreement with goals and policies 
Items selected to measure agreement with offic ial goals and policies 
of the Utah Division of Parks and Recreation follow (Item codes are r eferred 
to in following tables): 
1. Concess ionaires should take over the job of providing camping 
facilities in some state parks (Al). 
2 . Using Division lands for purposes in addition to recreation (mining, 
grazing, e tc.) is a sound management policy (A2). 
3 . There is a definite need to acquire more lands for potential 
state parks (A3). 
4 . Rather than acqu isition of more lands, greater emphasis should be 
directed toward developing the state parks we have (A4). 
5. Historical parks should be removed from the state park system 
and managed by some other agency (A 5). 
6 and 7. Below are some possible goals a nd considerations for 
developing new state parks. How important do you consider these ? 
Local economic growth (A6) . 
Reserving a unique natural site (A 7). 
McCool and Traweek's report (1 975) determined the legislated and 
offic ial policies of the Division. It was from that report that these question-
nai re items relating to goals and policies were selected. 
Altitude toward career opportunities, 
security, and training 
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Five items were used to develop an index measuring attitude toward 
training, job security, and career opportunities: 
1. Generally speaking, my saiary is adequate an·d reflects my job 
responsibilities (Bl) o 
20 Promotions as administered in the Division do not foster employee 
pride and achievement (B2)o 
3o Being an employee of the Division offers secure employment (B3)o 
4o Worl<.ing for the Division provides me with a sense of accomplish-
ment and pr ide (B4) o 
5o Whatever on-the- job training I have received has been adequate 
for my position (B5) o 
Attitude toward communication 
Five items wer e originally chosen to represent attitudes toward 
communication: 
1. Communication within the Division reflect an awareness of 
knowing each o thers problems (Cl)o 
2o Existing written guidelines on policy assist field personnel in 
performing the ir duties (C2)o 
3 0 There is enough interaction between headquarters and field 
personnel (C3) o 
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4. Too much time which could be better spent elsewhere is spent 
doing unnecessary paperwork (C4). 
5. The Division Manual provides useful, up-to-date information (C5) . 
Attitude towara aegr ee ot responsibility 
and participation in decision making 
Five i tems were selected for this index: 
1. The existing chain of authority and organizational structure in the 
Division permits each employee to work to the best of his ability 
(Dl). 
2. I have generally been effective in providing input into top policy 
decisions (D2). 
3. I should have more input into top policy decisions (D3). 
4. I partic ipate in most pla1ming decisions that affect my area of 
responsibility (D4) . 
5. I find that I do not have enough authority to perform the 
responsibilities that I am charged with (D5). 
Statistical Techniques 
Proper statistical techniques are necessary to derive the most benefit 
from a study of this nature. It provides a systematic means for evaluating and 
comparing results. Statistics can be used to help determine the validity and 
reliability of the procedures used in the study, and specific statistical tech-
niques are used to determine the extent to which the study hypotheses are met. 
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Three basic statistical procedures were used in this study. These were 
Pearson product-moment correlations, analysis of variance (ANOVA). and 
Student's t test. The data analyses were accomplished through the use of 
the Statis tical Package for Social Sciences (SPSS), a computer program de-
scribed by Nie et al. (1975). 
Pearson correlation 
Pearson product-moment correlation provides a single number to sum-
marize the relationship between two variables (Nie eta!., 1975). This number, 
the correlation coefficient, is an indication of the degree to which variation in 
one variable is related to variation in another variable . 
Correlation analysis is a proper technique to use when the desired 
result is to establish the degree of association between pairs of variables in a 
population sample (Sokal and Rohlf, 1969). 
First, Pearson correlations were used to test the reliability of the 
individual items comprising each of the four attitude indices: (1) goals and 
policies; (2) degree of responsibility and participation in decision making; 
(3) communication; and (4) career opportunities, security, and training. 
Tables 2-4 indicate the item-total and inter-item correlations for each index. 
Based on empirical judgment, the scales measuring attitudes toward degree of 
responsibility and participation in decision making, and the index evaluating 
career opportunities, security, and training were left unaltered for succeed-
ing computations. 
Table 2. Item-total and scale reliability coeffic ients of items reflecting 
career opportunities, security, and training, field operations 
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Item Item-total 
code coefficient 
Signi fica nee Scale reliability 
coefficient (r tt) 
B1 . 6261 . 001 
B2 . 5083 . 001 
. 5058 
B3 . 5853 . 001 
B4 . 5515 • 001 
B5 . 6146 . 001 
Table 3. Item-total and scale reliability coefficients of items reflecting 
attitude toward Division communication, field operations 
Item Item-total 
code coefficient 
C1 . 4516 
C2 . 6939 
C3 . 6737 
C4a 
. 1621 
C5 . 6932 
Significance 
• 001 
. 001 
. 001 
.114 
. 001 
Scale r e liability 
coeffi cie nt (r tt) 
. 6014 
altern C4 subsequently dropped from fina l index and thus not included in r 
computa tion . tt 
Table 4. Item-total and scale reliability coefficients of items reflecting 
attitude toward degree of responsibility and participation in 
decision making, field operations 
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Item Item-total 
code coeffic ient 
Significance Scale reliability 
coefficie nt (r tt) 
D1 . 5433 .001 
D2 . 7047 . 001 
.4834 
D3 . 3535 . 009 
D4 . 6356 .001 
D5 . 6106 • 001 
One item was dropped from the communication attitude index. Due to 
its low correlation with the total, . 1621, the item "Too much time which could 
be better spent e lsewhere is spent doing unnecessary paperwork," was re-
moved from the index. 
Next, a computation using Pearson intercorrelations among items es-
tablished the reliability of the attitude scales. Reliability refers to the cap-
ability of a test to produce the same results if administered again to the same 
population. Scale reliability coefficients (rtt) were generated by using the 
formula: r = .....:;n:.:or ___ _ 
tt 1 + (n-1) r , where n=number of items, and r = 
average intercorrelation among items . This technique was described by 
Nunnelly (1 967 ). These coefficients are shown in Tables 2-4 also. 
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A major function of the study, an evaluation of existing relationships 
between communica tion and job satisfaction factors, also utilized Pearson 
correlation coeffic ients. In this, total scores for each respondent were com-
puted for three indices: (1) A revised communica tion index, (2) attitude to-
ward degree of responsibility and participation in decision making, and (3) at-
titude toward career opportunities , security, and training. Attitude toward 
communication was correl ated with each of the other two indices as well as 
with a combined index of the other two. Throughout the analyses, responses 
were coded to ensure that a low va lue would indicate agreement with the 
existing s ituation, and a high value would indicate disagreement. 
Analysis of variance (ANOVA). 
As already noted, the ANOVA technique was chosen to analyze items 
reflecting attitude toward official goals and polic ies of the Di vision. The fact 
that responses to items reflecting goal and policy attitudes did not correlate 
well wi th each other, possibly due to the fact that the goals and policies are 
not well defined and not known to Division employees (McCool and Traweek, 
1975) led to the decision to utilize a different technique. 
In order to determine relationships between com munication, and 
goa ls and policies, the following strategy was devised. Field employees' 
scores were divided into three categories with respect to their satisfaction, 
medium satisfaction, and low satisfaction. At each of these three levels, 
means were computed for each of the seven items relating to official goa ls 
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and polic ies of the Division. An ANOVA was run to determine any differences 
between means at these three levels of communication satisfaction. The 
original division into three communication categories was done somewha t 
arbitrarily, simply to provide an approximately equal number of respondents 
into each of the three categories. The confidence level selected for testing 
the hypothesis was . 95. 
Student's t test 
In order to determine differences between specific hierarchical group-
ings of the Division, student's t test was employed . Using this technique, 
cases are classified into two groups and a test of mean difference is performed 
for spec ified variables (Nie eta!., 1975). 
Through a series of t tests, all combinations of pairs of the five 
personnel types were tested for differences in the mean responses for these 
attitude indices: (1) Career opportunities , security , and training; (2) Degree 
of responsibility and participation in decision making; (3) Communication; (4) 
Satisfaction with official Division goals and policies; and (5) Combined mean 
of 1, 2, and 4. These were tested at a . 90 confidence level. 
There is at least one reason for choosing Student's t tests instead of 
an ANOVA, which could also be used for a similar analysis. The ANOVA 
only indicates whether differences exist among all the groups of employees. 
A serie s of t tests, on the other hand, point out differences in means between 
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pa irs of specific employee groups. It is more useful to indicate these dif-
ferences between groups than to simply sta te that the groups differ in their 
attitudes. 
Vafidity 
Validity is a term referring to the capability of a test to measure what 
it is supposed to be measuring. In this study, where attitudes comprise all 
the variables being analyzed, the que stion of whether the indices are valid is 
difficult to answer. As Furst (1958) noted, actual records of behavior are 
preferable to interpretations of the same behavior. Unfortunately, using 
attitudes is an indirect, interpretative , method of assessing behavior. 
The discriminating reviewer must analyze the indicl)s to determine for 
himself whether the data is actually measuring the desired attitudes. This is 
best done by looking at the individual i terns comprising the indices and deciding 
if they contribute to the overall attitude. It is also important to remember that 
it is attitudes, not necessarily actuality, which is being sought from respon-
dents. 
Also, I would like to re-emphasize the point that the study is not at-
tempting to s how that certain variables have a causal effect on other variables. 
Rather, the plan is to indica te r e lationships among variables which have impli-
ca tions for management decisions affec ting employee performance and over-
all organizational effectiveness. 
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RESULTS 
This section is organi zed a r ound each of the major study objectives . 
Using the attitude. indices descri hed in the precedi ng secti.oo, PearRon nor-
re lations were used to determine relationships between communication aware-
ness and job satisfaction attitudes among field personnel. ANOVA was the 
tech nique used to determine differences among field respondents with high , 
medium, and low commun ica tion scores with respect to their scores of at-
titudes toward Division goals and policies. Viewing the five employee groups 
o f the Divis ion , Student's tests analyzed mean differences a mong groups 
with respec t to communication and job satisfac tion atti tudes. 
Ge nerally, the tests indicated a relationship between communica tion 
awareness and job satisfaction attitudes. Agreement with official goals and 
po li c ies varied somewhat among high, medium, and low communication scor-
ers, but in a somewhat random pattern. Several distinct differences amo ng 
employee groupings of the Division were evident. 
Communica tion and Job Satisfaction Attitudes 
Pearson correla tions were used to evaluate the following hypotheses at 
the a=. 05 con fi dence leve l , fo r fi eld operations personnel: 
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la. A positive relationship exists between attitude toward communica-
tion and attitude toward degree of responsibility and participation in decision 
making. 
lb. A positive relationship exists between attitude toward communica-
tion and attitude toward career opportunities, security, and training within 
the Division. 
lc. A positive relationship exists between attitude toward communica-
tion and the combined grouping of job satisfaction attitudes la and lb. 
Pearson correlations were appropriate in these cases to indicate 
existing relationships between the pairs of attitudes. The scale reliability 
coefficients and item-total correlations, used to determine the reliability of 
the attitude indices, also utilized Pearson correlations, and have already been 
presented in the previous chapter. 
The major purpose of the Pearson correlations in this section is to 
determine existing relationships between the communication scale and job 
satisfactio n attitude scales. Table 5 indicates the r and r 2 values, as well 
as s ignifica nce for these relationships, based on 45 responses of Division 
field personnel. Attitude toward degree of responsibility and participation in 
deci s ion making , and attitude toward career opportunities, security and 
training are analyzed separately, then combined into one overall satisfaction 
category. 
As Table 5 indicates, atti tude toward degree of responsibility and 
participation in decision making is more strongly correlated with attitude 
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Table 5. Pearson correlations relating attitudes toward communication with 
job satisfaction attitudes for 45 Division field personnel 
Communication attitude with: 2 Significance r r 
Degree of responsibility and 
p articipa tion in ~ec~sion making . 4607 . 2122 . 0-01 
Career opportunities, security, 
a nd training .3190 . 1018 .016 
Ove r all job satisfaction . 4582 . 2099 . 001 
toward communication than is attitude toward career opportunities, security, 
and training. The r 2 overall value of nearly 21 percent suggests that a 
measurable relationship exists between these job satisfaction attitudes and 
attitude toward communication. 
Official Division Goals and Policies 
A series of ANOVA's were used to test the following hypothesis, at an 
a =. 05 confidence level, for field personnel: 
2. A positive relationship exists between attitude toward communica-
tion and attitude toward official Division goa ls and policies. 
Each item representing a specific goal or policy of the Division was 
treated separately. High, medium, and low s corers on the communication 
attitude index we r e identified, and the mean scores for each of the goa ls and 
policy i terns were computed for each group. An A NOVA was performed on 
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each group to determine significant differences between means. Scores cou ld 
range from strongly agree, valued at 1, to strongly disagree, valued at 5. 
Nonrespondents were omi tted from computations. The ANOVA findings are 
presented in Tables 6-12. 
Table 6. Relationship between attitude toward existing communication and 
attitude toward concession camping, field personnel 
Attitude toward Attitude toward concession camping* 
co mmunication x F conclusion n s 
High 16 2.750 1. 000 reject H
0 
Medium 14 1. 786 . 699 5. 5978 a~.os, 2 , 42 d. f. 
Low 15 1. 867 . 915 
*"Concessionaires should take over the job of providing camping facilities 
in so me state parks." 
Choice values: 
Strongly agree=6 , agree~, don't know"'3, disagree~, strongly disagree=!. 
Table 7. Relationship between attitude toward existing communication and 
atti tude toward multiple use, field personnel 
Attitude toward Attitude toward multiple use* 
communication n x s F conclus ion 
High 16 2.875 1. 147 reject H
0 
Medium 14 2 . 857 1. 099 4 . 9379 a=. 05 
Low 15 3.933 .961 2,42 d. f. 
*"Using Division lands for purposes in addition to recreation (mining, graz ing, 
etc.) is a sound management policy." 
Choice values: 
Strongly agree=l, agree~, don't know =3, disagree~, strongly disagree=5 
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Table 8 . Relationship between attitude toward existing communication and 
a ttitude toward greater land acquisition, field personnel 
Attitude toward Attitude toward land acquisition* 
co mmunication n x s F conclus ion 
High 16 3 .000 1. 317 fa if to ceject H 
0 
Medium 14 3 .214 1. 188 . 3957 a =. 05 
Low 15 3.400 1. 242 2,42d.f. 
*"There is a definite need to acquire more lands for potential state parks ." 
Choice values: 
Strongly agree=5, agree=4 , don't know =3 , disagree =2 , strongly disagree=! 
Table 9 . Relationship between attitude toward existing communica tion and 
attitude toward greater development of state parks, field personnel 
Attitude toward Attitude toward development* 
co mmunication n x s F conclusion 
High 16 1. 688 . 704 fail to reject H 
0 
Medium 14 1. 857 1. 027 . 2011 a=.05 
Low 15 1. 867 . 915 2,42 d . f. 
*"Rather than acqu i s ition of more lands, greater emphasis should be directed 
toward developing the s tate parks we have. " 
Choice values: 
s trongly agree=l, agree=2, don't know =3, disagree=4, strongly disagree=5 
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Table 10. Relationship between attitude toward existing communication and 
attitude toward historical parks, field personnel 
Attitude toward Attitude toward hi storica l parks* 
communica tion n x s F conclus ion 
:ligh lil 2. 125 . 885 fail to reject 11
0 
Medium 14 1. 929 . 475 . 8512 a=. 05 
Low 15 2.400 1.352 2 . 42 d . f. 
*"Historical parks s hould be removed from the state pa rk system and 
managed by some other agency . " 
Choice va lues: 
Strongly agree=6, agree=4, don't know =3, disagree=2 , strongly disagree=! 
Table 11. Re lationship between a ttitude toward exis ting communication a nd 
a ttitude toward local economic growth, fi eld personnel 
Attitude toward Attitu~e toward local econom ic gr owth* 
com munic ation n X s F conc lus ion 
High 16 2. 250 1. 291 fail to rejectH
0 
Medium 14 1. 786 1. 051 . 8650 2=. 05 
Low 15 2.267 • 961 2,42 d. f. 
*"Below are some possible goa ls a nd cons iderations for developing new state 
parks . How important do yo u consider these? " 
Local economic growth 
Choice values: 
Very important=!, important=2, don't know=3, so me importance=4, 
not important=5 
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Table 12. Relationship between attitude toward existing communication and 
attitude toward reserving unique natural sites, field personnel 
Attitude toward Attitude toward natural s i tes* 
c ommun ica tion n x s F conclusion 
High 16 2. 313 1.302 fail to 1·ejec;t H 
0 
Medium 14 1. 500 .855 2. 5099 a~.05 
Low 15 1. 600 1. 056 2,42 d. f. 
*"Below are some possible goals and considerations for develo;Jing new state 
parks. How important do you cons ider these?" 
Reserving a unique natura l s ite 
Choice values: 
Very important~ !, important~2, don't know~3, some importance~. 
not important~5 
As the tables indicate, only two items indicated significant differences 
between means at a~ . 05 and 2, 42 degrees of freedom . To the statement, 
"Concessionaires s hould take over the job of providing camping fac ilities in 
some state parks," respondents being highly satisfied with existing communica-
tion tended to answer more in agreement with the statement than those with 
medium or low communication scores. The official policy of the Division at 
the present time is for the continuance of Division provided camping within 
the s tate parks. 
In responding to the ite m, "Us ing Division lands for purposes in 
addition to recreation (mining, grazing, etc.) is a sound management policy," 
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those with a low co mmunication attitude score tended to disagree more with 
the policy than those with medium or high communication scor es. 
For the remaining items r eflecting official goal s and policies of the 
Di vi s ian there appeared to be little rela tionship between mean scores and 
communica tion attitude levels. Therefore, it cannot be conc luded that satis-
fact ion with existing communication induces greater agreement with o fficial 
goa ls and poli c ies of the Division. 
Differences Among E mployee Groups 
A third s tudy hypo the ses was to show tha t: 
3 . Some differences among employee groups are expected regarding 
both attitudes toward communication and job satisfac tion attitudes. 
Up to this po int, the data ana lysis has been concerned with o nly field 
oper a tions personnel of the Divis io n. However, to accomplish the purpose of 
providing informat ion which can be us ed to he lp improve employee performance 
and Division e ffe ctiveness , it i s necessary to inc lude a ll five employee c ate -
gor ies for part of the analyses. The five groups considered her e a r e the Board 
(inc luding the two advisory councils), administration, planning, Salt Lake Ci ty 
operations, a nd field operations. Awareness of differe nces between these units 
with respec t to communication and job satisfaction a ttitudes might bring to 
light problem areas for whi ch remedies are possible. 
The following system was used to identify differences between groups. 
First, a mean scor e, r anging from l to 5 was co mputed for each group for the 
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same indices used to compute correlation coefficients. These indices were 
five: (1) attitude toward communication, (2) attitude toward career opportun-
ities, training, and securi ty, (3 ) a ttitude toward degree of r esponsibility and 
participation in decision making, (4) attitude toward official goals and policies, 
and (5) mean of combined indices 2, 3, and 4 . Next, differences in means 
of these indices were tested for all combinations of groups, using the SPSS 
test technique. Tables 13 - 17 indicate the index tested , the groups tested for 
mean differences, the number of cases, and the two-tailed probability of dif-
ferences between means. Except where indicated, a separate variance esti-
mate, rather than a pooled variance estimate, was used. 
As a glance at the two-tailed probabilities confirm, only in a few cases 
are the means significantly different from each other at the a =.10 confidence 
level. These groups differed s ignificantly with respect to attitude toward 
communication: Board and administration, Board and Salt Lake City opera-
tions, a nd Board and field operations. Differences of attitude regarding 
career opportunities, security, and training were found between Board and 
Salt Lake City operations, administration and Salt Lake City operations, and 
planning and Salt Lake City operations. Board a nd Salt Lake City operations, 
Board a nd field operations, planning and Salt Lake C ity operations, and 
planning a nd fi eld operations differed in their attitudes toward degree of 
responsibility and participation in decision making. The Board differed with 
both Salt Lake City operations and field operations in the aggregate attitude 
index, a mean of the above indices, attitude toward communica tion excluded. 
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Table 1:1. Mean scores and t tests for attitude toward communication, a ll 
groups 
Pairs of groups n x s 2-tailed probabili ty 
Board 8 2 . 8750 .79 1 .066 
Admini stration 8 3. 5625 . 563 
2 Board 8 2.8750 . 791 .474 
Planning 6 3.1667 . 683 
3 Board 8 2 . 8750 .791 . 051 
SLC oper a tions 8 3 . 6 146 . 569 
4 Board 8 2.8750 . 79 1 . 089 
Field ope r a ti ons 45 3.4444 .781 
5 Administration 8 3. 5625 . 563 . 275 
Planning 6 3 .1667 . 683 
6 Admini stratio n 8 3 . 5625 . 563 . 857 (Pooled 
SLC operations 8 3.6 146 . 569 var iance ) 
7 Administration 8 3. 5625 . 563 .618 
F ie ld operation 45 3.4444 . 781 
8 Planning 6 3 . 1667 . 683 .222 
SLC o pe rations 8 3 .6146 . 569 
9 Planning 6 3. 1667 . 683 . 389 
F ie ld operation 45 3 .4444 .781 
10 SLC operations R :J. 6146 . 569 .478 
Fiel d operations 4!i :1.4444 . 78 1 
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Table 14. Mean scores and t tests of attitudes toward career opportunities, 
security, and training , all groups 
Paris of groups n x s 2-tailed probability 
Board 8 2. 5125 . 645 . 573 
Administration 8 2.6750 . 465 
2 Board 8 2 . 5125 .645 .363 
Planning 6 2 .7667 .344 
3 Board 8 2. 5125 .645 . 038 
SLC operations 8 3.2750 . 689 
4 Board 8 2.5125 . 645 . 173 
Fie ld operations 45 2.87111 . 550 
5 Admini stration 8 2 . 6750 . 465 . 679 
Planning 6 2.7667 . 344 
r; Administration 8 2.6750 .465 . 064 
SLC operations 8 3 .2750 . 689 
7 Admini s tration 8 2 .6750 . 465 .064 
Field operations 45 2. 8711 . 550 
8 Planning 6 2 . 7667 . 344 . 098 
SLC operations 8 3 . 2750 . 689 
9 Planning 6 2.7667 . 344 . 53 7 
Field operations 45 2. 87111 . 550 
10 SLC operations 8 3 .2750 . 689 .150 
Field operations 45 2. 8711 . 550 
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Table 15. Mean scores and t tests of attitudes toward degree of 
responsibility and participation in decision making, a ll groups 
Paris of groups n x s 2-tailed probability 
Board 8 2.4250 . 831 . 236 
Admir.istr:~t!<>n 8 2.9250 .785 
2 Board 8 2.4250 . 831 . 274 
Planning 6 2.8000 .335 
3 Board 8 2.4250 . 831 . 017 
SLC operations 8 3 . 3938 . 529 
4 Board 8 2.4250 . 831 . 031 
F ie ld operations 4 5 3 . 2133 .643 
5 Administration 8 2 . 9250 . 785 . 695 
Planning 6 2.8000 . 335 
6 Admin istration 8 2.9250 . 785 . 187 
SLC oper ations 8 3 . 3938 . 529 
7 Administration 8 2 . 9250 . 785 .352 
Field operations 45 3. 2133 . 643 
8 Planning 6 2.8000 . 335 . 025 
SLC operations 8 3.3938 . 529 
9 Planning 6 2. 8000 . 335 . 031 
F ie ld opera tions 45 3 . 2133 . 643 
10 SLC operations 8 3.3938 . 529 . 409 
F ield operations 45 3. 2133 . 643 
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Table 16. Mean scores a nd t tests of attitude toward official Division 
goa ls and poli c ies, all groups 
Pairs o f groups n x s 2-tailed probability 
Board 8 2. 4613 . 344 . 781 
AdministraU01 a 8 2 . 5179 . 44J 
2 Board 8 2.4613 .344 .437 
Planning 6 2 . 6429 .458 
3 Boa r d 8 2. 4613 .344 • 228 
SLC operations 8 2. 1964 .483 
4 Boa r d 8 2. 4613 . 344 .437 
F ie ld opera lions 45 2 . 3524 . 387 
5 Admin istration 8 2.5179 . 445 . 619 
Planning 6 2.6429 .458 
6 Admini str a tion 8 2.5179 . 445 . 188 
SLC oper ations 8 2. 1964 .483 
7 Admini stration 8 2.5179 .445 . 188 
F ie ld operations 45 2. 3524 . 387 
8 Planning 6 2 . 6429 . 458 . 106 
SLC operations 8 2.1964 . 483 
9 Pla nning 6 2 . 6429 .458 . 189 
F ie ld operations 45 2. 3524 . 387 
lO SLC operations 8 2.1964 .483 .409 
Field operation s 45 2. 3524 .387 
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Table 17. Mean scores and t tests of aggregate attitude index, 
all groups 
Pairs of groups n x s 2-tailed probability 
Board 8 2. 4663 .466 . 296 
Administration 8 2.7060 . 416 
2 Board 8 2.4663 . 466 . 220 
Pianning 6 2.7363 . 313 
:3 Board 8 2.4663 .466 . 043 
SLC operations 8 2. 9551 . 412 
4 Board 8 2 . 4663 . 466 . 080 
Field operations 45 2.8123 . 352 
5 Administration 8 2.7060 .416 . 878 
Planning 6 2.7363 • 313 
6 Administration 8 2.7060 . 416 . 249 (pooled 
SLC operations 8 2.9551 . 412 variance) 
7 Admin istration 8 2.7060 . 416 . 514 
Field operations 45 2.8123 . 352 
8 Planning 6 2 .7365 . 313 .281 
SLC operations 8 2.9551 . 412 
9 Planning 6 2.7365 . 313 . 601 
Field ope rations 45 2. 8123 . 352 
10 SLC operations 8 2.9551 . 412 .380 
Field operations 4 5 2. 8123 . 352 
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Student's t test results did not indicate any significant differences 
(a=. 10) between groups regarding attitudes toward offi c ial Division goa ls and 
poli c ies. Although thi s index was not used in the co mputations invo lving Pear-
son correlations because of its low scale r e liability correlations, it was tried 
here to indicate a ny gross differences which might be evident between groups 
co ncerning Divi s ion goals and policies. 
Cons i stently in four of the five a ttitude indices , Board and Salt Lake 
City ope r atio ns had significantly different means (a=. 10), with Salt Lake City 
operations personnel indicating les s s a tisfaction in thei r attitudes than Board 
members . 
Table 18 presents the mean scores o f the five a tti tude indices in a n 
easi ly visible format. As has been the case throughout , possible scores r a nge 
from 1 to 5, with low scores indicating a more pos iti ve a ttitude toward the 
parti cula r index subject. An examination of r e la tive differences in means can 
be quite va lua ble , disregarding the leve l of s ignificance. With a large number 
of t tests at . 10 le ve l of significance, the chance of a Type I e rror is one in 
ten. 
Throughout a ll the indices , the Board and two Advisory Councils have 
indica ted more satisfaction with the Divis ion the way it presently exis ts than do 
any of the o the r employee groups. In the other groups, a ttitudes var y according 
to the different indices . Attitudes toward communication, for example, ap-
pear ed to be less satisfactory , over a ll , than a ttitudes r eflected on the other 
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Table 18. Mean scores for five attitude ind ices, all employee groups 
Employee group Attitude Indices 
a 
.l ~ 2 ± E. 
X X X X X 
Board 2 . 88 2.51 2.43 2.47 2.46 
Administration 3.56 2. 68 2.93 2.71 2. 52 
Planning 3 . 17 2. 77 2.80 2.74 2. 64 
SLC operations 3 . 61 3. 28 3.39 2.96 2.20 
Field operations 3.44 2. 87 3 .21 2.81 2.35 
aScales: 
l. Attitude toward existing communication 
2. Attitude toward career opportunities, security , and training 
3. Attitude toward degree of responsibility and participation in decision 
making 
4. Combined scales 2, 3, and 5 
5. Attitude reflecting agreement with official goal s and policies 
sca les. Salt Lake City operations personnel appeared to be more negatively 
inclined than the other groups in their attitudes toward the Division. Field 
operations personnel were generally more negative than Planning, Admin-
istration, and Board. Administration recognized a problem with communication. 
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DISCUSSION 
Impli cations of the study results are perhaps the most useful part of 
the repo1t fro1n the standpoint of taking ac tion to improve Division eff.ecti ~eness 
and employee performance. Any implications or suggestions based on an ex-
amination of the finding s should seek to exp lain the "whys" of particular 
response patterns, what such patterns indicate, and possible actions which may 
be taken to remedy a poor situation or to enhance a strong point. Of course, 
a ll suggestions should be solidly based upon past evidence . 
As in the previous chapter, this one will also be organized around each 
of the major study objectives. Evidence specifically directed at proving or 
disproving each hypothesis will be discussed. Then, any implicati ons which 
might affect employee performance or Division effectiveness will be noted. 
Limitations of the data analysis will be inc luded. 
Study Limitations 
Using proper techniques of analysis, muc h of the data collected in the 
Divi s ion personnel study lends itse lf to investigation of behavioral relationships. 
Unfortunate, perhaps, is the fact that such relationships are rather complex; 
several fac tors are interrelated to s uch a degree that it is difficult, if not im-
possible, to identify clear relationships or causality. Also unfortunate is the 
fact that all the relevant variables ca nnot be easily measured in a single mail 
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questionnaire. In this study, as in most behavioral studies, only those var iables 
which co ul d be proper ly eval uated were used. However, as long as excluded 
variables which could not be measured under the conditions of a particular study 
are mentioned and the ir poss ible contributions acknowledged, useful and sig-
nificant results will often occur from an analysis of some selected variables. 
Attitudes of Division employees comprise the data used in this thesis. 
These attitudes inc lude satisfaction with: (1) degree of responsibility and par-
ticipation in decision making, (2) career opportunities, security, and training, 
(3) Division goals a nd polic ies, and (4) Division com munication . One potential 
weakness of the analys i s may resu lt by correlating two attitudes, rather than 
one altitude and a definite value. For example, a more valid r e lationshi p could 
be drawn by correlating attitude toward career opportunities with an actual 
measurement of comm unica tion leve l rather than wi th a ttitude toward com-
munication. Thi s poss ible problem was not recognized in time to alter the 
data collec tion method, however. As a result, the effects of using attitude 
toward co mmunication rather than a measurement of ac tua l Division comm un-
ication must be r ecognized in interpreting the results . An a ssumption made 
here is that attitude toward communication reflects to a fairly high degree 
the actual leve l of Division communication . 
Comm unication and Job Satisfac tion Attitudes 
la. A positive relationship exists between atti tude toward 
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co mmunic ation and attitude toward degree af responsibility and participation in 
dec ision making. 
lb. A pos itive r elationship ex ists between attitude toward communica-
tion and attitude toward career opportunities, security, and training within the 
Division. 
lc. A positive relationship exists between attitude toward communica-
lion and the combined grouping of job satisfaction attitudes la and lb. 
Statements la, lb, and lc are the hypotheses linking attitude toward 
communication with job satisfaction attitudes, for field personnel. Pearson 
correlations were computed to evaluate these statements at a=. 05 level of con-
fidence. Sca le items and indices formulation, reliability, and validity have 
already been discussed. 
The Pearson correlation r 2 values indicate the degree that the two 
items vary concurrently, and showed a value of 21 percent between communica-
tion attitude a nd degree of respons ibility and partic ipation in decision making , 
and 10 percent for the ca ree r opportunity, security, and training index. The 
combined r 2 va lue was 21 percent. 
At fir st glance these r 2 values do not seem to imply an especially strong 
re lationsh ip. However, these values indicate that both communication attitudes 
and the job satisfaction attitudes vary in the same direction to some degree . 
'II 
It would not be expected that the correlation would be much higher, given the 
complexity of human interaction and the multitude of influences affecting be-
havior (refer again to Figure 1 for a schematic diagram of these interactions). 
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Degree of responsibility and participation in decision making would be 
expected to vary in concordance with communication, since the two are tightly 
interwoven and interdependent. If communications are poor , for examp le, it 
seems logical to assume that partic ipation in decision making by fi eld personnel 
would a lso suffer, since it is highly dependent upon communication channels. 
Also, the fact that the combined index had a r 2 va lue of 21 percent is 
important in considering Likert's (1961) contention that such a combined 
grouping is of more value than the individual index items. 
That a moderate relationship exists between these job satisfaction 
attitudes and communication attitude opens up the poss ibility of improving 
employee performance and Division effectiveness. Application of participatory 
management, programs designed to broaden responsibility , jobs which provide 
better career opportun ities and security, and adequate training might all be 
expected to improve employees' attitude toward communication to some degree. 
More importantly, a second positive link between co mmunication and perfor-
mance indicates that improving job sa tisfaction attitudes can result in better 
emp loyee performance. Of course, further study should be undertaken to 
determine if the specific techniques just me nti oned are appropriate for the 
Utah Division of Parks and Recreatwn; perhaps some other means can more 
effectively and efficiently obtain the desired results. 
The correlation coefficients are actually estimating relationships 
among attitudes, rather than actuality. This means that it is not actual 
commu nica tion and employment variables which are being measured, but 
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instead e mployees ' perception of communication and job variables . Therefore, 
the results do not necessarily indicate whe ther or not communication and em-
ployee p rograms are adequate in the Division. Also, attitudes are a reflection 
of an individual's personal insights and perspectives of the Division as a whole. 
An attitude co ncerning a particular subject may be based on overall satisfaction 
or dissatis faction rather than on information relating to the specific question. 
Attitudes Toward Offici a l Division Goals a nd Policies 
A series of ANOVA's were used to test this second major hypothesis, 
for field operations personnel, at the a =. 05 confidence level: 
2 . A positive relationship exists betwee:1 attitude toward commu nica-
tion and a ttitude toward offic ia l Divi s ion goals and policies. 
The A NOVA technique was used to compare mean scores for individual 
items of the goals and policies index amo ng high, medium, and low scorers in 
the co mmunica tion a ttitude index. 
Only in two cases out of seven were there significant (a=. 05) differences 
a mong high, medium, and low communication scorers . In response to the item 
"Concessionaires should take over the job of providing camping facilities in 
so me s tate parks," which is not a Di vis ion policy , those with high communica-
t ion scores e xpressed a higher degree of agree ment with the statement than 
did the medium and lo w communication scorers. 
Field personnel express ing low agreement with existing communication 
indicated a s ignifica ntl y higher disagree ment than other categories to the 
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statement, ''Using Division lands for purposes in addition to recreation (mining, 
grazing, etc.) is a sound management policy." The offic ial policy is that 
multiple use is a sound management policy. 
None of the other items co mpared indicated significant differences be-
tween means a t the three communication attitude levels. In some cases, how-
ever, the field employees did not express agreement with the official goals of 
the Division. This could simply be an assertion of the employees' individua lity 
under the protection of confidentiality, or it could be an indication that a sub-
stantial number of field employees do not know the official goals and policies of 
the Di vision. 
In fact, McCool and Traweek (1975) noted that the goals and policies 
of the Division were not readi ly apparent or even well defined. Also, the 
universal consensus of co mments to the item "Existing written guidelines on 
policy ass ist field personnel in performing their duties" were represented by 
"What po licy?" "We don't have enough written policies ;" "Either there isn't 
any policy or it's too vague;" or "It seems the policy is 'no policy." Such 
comments suggest a need for better policy information dispersal. 
As already noted, research evidence has indicated links between 
knowledge of an organization's goa ls and policies, and the individual's per-
ception of loyalty and shared characteristics with other organization me mbers. 
This comprises the individual's concept of identification with the work organiza-
tion (Pa tchen, 1970). Likert (1961) made the obser vation that effective employe-
es have a greater awareness of the goals of the organization. 
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Thus, one suggestion which the Utah Division of Parks and Recreation 
might utilize to improve effectiveness, identification, am loyalty, is better 
disper sa l of information describing its goals and policies to field personnel. 
Greater awareness of Division goals and policies might also enhance employees' 
sense of accomplishment and pride. 
While the analysis did not indicate any strong relationship between com-
munication and specific goals and policies, it did point out the possibly serious 
deficiency that Division goals and policies may not be well known by field per-
sonnel. 
Up to now, the discussion has been centered on field personnel. The 
next step is to examine a broader picture, that comprising all five employee 
categories. 
Differences Among Employee Groups 
A th ird study objective was to show that: 
3. Some differences among employee groups are expected regarding 
both attitudes toward communication and job satisfaction attitudes. 
Some interpretation can be made of differences among means of the 
five employee groups of the Division with respect to the individual attitude 
sca les used. As already noted, Student's t tests have ind icated that some of 
the means differ significantly from each other at a=. 10 level (refer back to 
Tables 1:1- 17 for specific degrees of differences) . Table 18 presented the mean 
scores for each group. 
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Attitude toward existing communicat ion 
The fact that attitude toward communication was not particularly favor-
able for any of the groups with the possible exception of the Board, suggests 
a need for improvement. Administration and Salt Lake City operations had 
the most negative attitudes, with Field operations personnel not far behind. 
Perhaps some of the techniques described in the literature could be 
utilized by the Division to improve comm unicatio n. These include com munica-
tions which fit the frame of reference of the person the communication is trying 
to reach , developing easily visible formal c hannels of both upward and down-
ward co mmunication , and making a greater effort to initiate upward communica-
tion, which Drucker (1974) deems essentia l to improving organization effective-
ness. 
The need for improvement in upward com munication was evident in 
some of the comments of field employees. "Failure to go " the extra mile' in 
ascertaining complete understanding often causes confl icts . "; "I fee l that field 
personnel commu nicate well with each other, but the staff personnel don't 
seem to understand some of our needs or problems. "; and "We have very Ii ttle 
two way comm unication with in the Division . ", indicate an awareness that upward 
communication may be deficient. 
Similarly, downward co mmunication is not being used to best effect. 
Katz and Kahn (1966) noted that most organizations have concentrated on using 
downward communication systems to supply specific task directives about job 
ins truction. and to relate information about organizational procedures and 
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practices. In the case of the Utah Division of Parks and Il E:c reation, even 
these two essential goals are not being achieved. The Division manual, ac-
cording to a consensus of comments received from field personnel and from 
questionnaire responses, is cumberso me, outdated, and contains no statements 
of policy. 
In addition to condensing and updating the Division manual, Division 
managers might look at downward co mmunication to meet these other goals 
suggested by Katz and Kahn (1966): Supplying information regarding job rationale, 
telling subordinates about their performance, and offering ideological-type 
information to faci litate the indoctrination of goals. 
Career opportuniti es , security 
a nd training 
Salt Lake City operations personnel held the most negative attitude to-
ward career opportunities, security, and job training within the Division. In 
orde r o f increasingly sa ti sfied attitudes were Field operations, Planning, 
Administration, and Board. Especially with operations personnel, there may 
be need for improve ment s in Division policies in these areas . 
Degree of responsibility and 
participation in decision making 
Again, Field and Salt Lake City operations personnel offered the 
greatest average dissatisfaction in their attitudes toward degree of responsibil-
ity and participation in decision making, followed by administr ation, Planning, 
and Board. As ample evidence indicates, a greater deg1·ee of responsibility 
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a nd participation in decision making by line employees provides numerous 
benefits if properly administered. Certainly, it is something the Division should 
consider . However, some cautions are in order . 
Participation must be in a r eas of legitimate concern to the employees, 
and the perceptions and expecta lions of the employees with respect to greater 
participation and responsibility must be known . This is simply illustrated by 
two of the items in this index, wh ich queried whether the individual (field 
employee) should have more input into top policy decisions. Seventy-three per-
cent of field personnel agreed or strongly agreed that they should have more 
input. However, a substantia l number of these responses were qualified by 
such comments as: "When dealing with my Park, or policy;" and "Top policy 
deci s ions are not my concern; however, would like to make input into decisions 
involving my park, etc." These employees saw their own jurisdictions as 
appropr iate areas for more input into decisions. 
Had the word "top" been removed from "top policy decisions" in these 
particu lar questionnaire items, a greater need for more participation and 
responsibility might have been indi cated, as Field respondents recognized 
legi timate areas for policy making within their own spheres of influen ce. 
Official division goals 
and policies 
There was a moderately uniform positive attitude expressed toward 
those official Division goals and policies represented in the questionnaire. 
Planning employees provided the most dissatisfaction, followed by 
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administration, Board, field operations, and Salt Lake City operations. It 
would appear illogical that the Board, which determines policy, would not be 
in greater agreement with its own decisions; however, the inclusion of the two 
advisory councils in the "Board" category may have affected the results. 
The fact that the Board responses fe 11 at the midrange of values for the 
other categories suggests that there may not be anything more than a common 
sense attitude that some of the items selected should be goals, rather than 
explicit knowledge of which actually are official goals and policies. This again 
corroborates the findings of McCool and Traweek (1975). 
That the higher echelons of the organization expressed the greatest 
dissatisfaction with the official goals and policies is an indication that the 
Division may not be functioning as effectively as possible, since Likert (1~61) 
observed a positive relationship among positive attitudes, good communication, 
and improved job performance. 
Overall job satisfaction 
Although the individual components have been specifically addressed, 
the overall index serves as an indication of where the most e mphasis should 
be placed to improve Division effectiveness and performance. As has been 
apparent throughout the presentation, the groups which would benefit most by 
positive actions would be the operations personnel, both in the field and those 
in Salt Lake City. 
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Again, one final observation that other factors are at least as important 
as attitudes in affecting human behavior. Before any actions are initiated 
based on attitude information presented here, the ramifications of these 
other behavioral factors must be thoroughly investigated and understood. 
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STATE OF UTAH 
DIVISION OF PARKS & RECREATION 
1596 WEST NORTH TEMPLE 
SALT LAKE CITY, UTAH 84116 
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LV IN l AAMPTON , Go't'•rnor BOARD MEMBERS 
TMHH O r NATURAL RESOURCES 
GORDON E. HARMSTON 
328-6011 
HAROLD J. TIPPETTS 
DIRECTOR 
JAMES 0 . MOYLE , Ch•irm•n 
E.J. CLAUS 
E ~tecur1ve O~tecror LEROY JO HNSON 
HAROLD B. LAMB, M .D. 
J, MIKE MONSON 
TO: OPERATIONS PERSONNEL 
As many of you who he lped distribute questionnaires to park visitors 
last summer know , Utah State University has been assisting the Divi-
sion of Parks and Recrea tion in its long-range research and planning 
program. We a re now seeking your input in evaluating the Division's 
present goals and policies and in developing directions for the future . 
This is intended as a follow - up to the opportunities provided at the last 
two "ranger school" training sessions . 
Enclosed IS a questionnaire which has been developed cooperatively 
by Utah State University and the Division. It is not a short question-
naire and may require some time in answering many of the it ems . Yet, 
tak ing the time to fully answer all questions will allow you another 
opportunity to participate in this process which will affec t the future 
of the Division . Your response is necessary to give us the benefit of 
your experience, training, and opinion. 
Please be assured that individual responses will remain confidential. 
All data wil l be compiled by Utah State Univer sit y into th e following 
groups: Board and Advisory Council Members, Administration, Planning, 
Ope rations (a . Salt Lake office b . field personnel) . Results will be 
available this summer , and we will provide you the opportunit y to examine 
and commen t on them . 
After comp leting the ques t ionnaire , please re turn it to Utah State Univer-
sity in the e nclosed s tamped , self- add ressed enve lope . Thank you for 
your cooperation, and we hope this will be one more s t e p toward better 
communica tion and the opportunity for more input, which many of you 
have request ed and which the Division needs . 
MGJ:SC: s a 
Attachm e nt 
,M A . CARVER, Cha1rman 
Sincerely , 
/JJ,? .l 1 ~ .... 
Marvin G . Jenson 
Assistant Director 
BO ATING ADVI SORY COUNCIL 
JACK CURRE Y C. VI CTOR DOVER JOHN M . G ARR PETER WILSON 
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STATE PAJU( MANAGEMENT QUESTIONNAIRE 
Please indicate your preferenc -.:: s to the following statements by circling the 
appropr i ate response. A "comments" section after each statement can be used, if 
desired, for specific suggestions or commen ts on places or situations where 
problems exist. Please return the questionnaire in the preaddres~ed, posta$e 
paid envelope. Thank you. 
Strongly Don't Strongly 
Agree Agree Know Disagree Disagree 
(SA) (A) (DK) (D) (SD) 
I. ADMINISTRATION A!lll MANAGEMENT 
1. The existing chain of authority 
and organizational structure in 
the Division penDits each employee 
to work to the best of his 
ability. SA A DK 0 so 
Comment: 
2. Generally speaking, my salary is 
adequate and reflects my job 
responsibilities. SA A OK 0 so 
Comment: 
). Whatever on-the-job training I 
have received has been adequate 
for IDY position. SA A OK 0 so 
Corm:rent: 
4. I have generally been effective 
ln providing input into top pollcy 
decisions. SA A OK 0 so 
Comment: 
5. Promotions .. administered in the 
Division do not foste r employee 
pride and achievement. SA A OK 0 so 
Comment: 
6. Corm~unications within the 
Division reflect an awareness 
of knowing each others problema. SA A OK D so 
Comment: 
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Strongly Don't Strongly 
Agree Agree Know Disagree Di sagree 
(SA) (A) (OK) (D) (SO) 
7. I should have more input into 
top policy decisions SA A DK D so 
Comment: 
8 . Existing written guidelines 
on policy assist field personnel 
in perfonning their duties. SA A OK 0 so 
Comment: 
9. There is enough interaction 
between headquarters and field 
personnel. SA A OK D so 
Comment: 
10 . Too much time which could be 
better spent elsewhere is spent 
doing unnecessary paperwork. SA A OK D so 
Coament: 
11. I participate in moat planning 
decisions that affect ay area 
of responsibility. SA A DK D so 
Comment: 
12 . Being an employee of the 
Division offers secure eu~ployment . SA A OK so 
Comment: 
13 . Division accounting procedures 
provide prompt. satisfactor y 
service. SA A DK D so 
Commeut: 
14. Seasonal wo rkers should be 
employed until later in the 
seaton. SA A OK so 
Comment: 
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Strongly Don't Strongly 
Agree Agree Know Disagree Disagree 
(SA) (A) (DK) (D) (SO) 
lS. Housing policy with respect to 
Division field personnel is 
satisfactory. SA A Di<: 0 so 
Comment: 
16. Supplies ordered are received 
within a reasonable period of 
time. SA A DK 0 so 
Coi!Dient : 
17. The Division Manual provides 
useful, up-to-date infonnation. SA A OK 0 so 
Comment : 
18 . Working for the Division 
provides me with a sense of 
accomplishment and pride. SA A OK 0 so 
Comment: 
19 . The present policy with respect 
to uniforms for Division employees 
h adequate. SA A OIC D so 
Comment; 
20. Park equipment (truc ks, generato rs, 
adding mac hine s , etc.} is too 
frequently broken down, outdated, 
or is unsuitable for the job at 
hand. SA OK 0 so 
Comment: 
21. At present the Division is understaffed; 
with more employees a more effic i ent 
workflow would result. SA A OK 0 so 
Comment: 
81 
Strongly Don't Strongly 
Agree Agree Know Disagree Disagree 
(SA) (A) (DK) (D) (SD) 
22. I find that I do not have enough 
authority to perform the respon-
aibilitiea that I am charged with. SA A DK D SD 
Coli:II:Dent: 
II. GOALS AND PROGRAMS 
23. The Division generally has a less 
favorable public image than other 
agencies within the Department of 
Natural Resources. SA A DK D SD 
ColllnE!nt: 
24. Concessionair es generally provide 
better services for the same cos t 
than does the Division. SA A Dl SD 
Comment: 
25. Concessionaires should take over 
the job of providing camping 
facilities in some state parks. SA A Dlt D SD 
Comment: 
26. Camping opportunities should be 
located only at parks that are 
t'inal destinations !or either 
residents or tourists. SA A DK D SD 
Co111111ent: 
27. The Division should provide 
camping opportunities for the 
overnight travelers using Utah's 
highways . SA A Dl: D SD 
Comment: 
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Strongly Don't Strongly 
Agree Agree Know Disagree Disagree 
(SA) (A) (DK) (D) (SD) 
28. Out-of-state tourists should be 
encou"ra-gei:t to- uSe the Utah st.ite 
park system through more adver-
tiaing and promo don. SA A DK SD 
Comment: 
29. Using Division lands for 
purposes in addition to recreation 
(mining, grazing, etc . ) is a 
sound management policy, SA A DK D SD 
Comment: 
30 . "Land banking:• where potential 
park lands are acquired with no 
11DD!.ediate plans for development, 
is not the best use of Division 
fund a. SA A DK D SD 
Comment: 
31. There is a definite need to 
acquire 1110re lands for potential 
state parks. SA A DK D SD 
Comment: 
32 . Rather than acquisition of more 
lands, greater emphasis should 
be direc ted toward developing 
the state parks we have, SA A DK SD 
Coa:aent: 
33. The Division should add more 
scenic and natural areas to the 
state park aystem. SA A DK SD 
Comment: 
34. Historical ?arks should be rei!K)ved 
from the state park system and 
managed by some other agency . SA A DK D SD 
Comment : 
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Strongly Don 1 t Strongly 
Agree. Agree Know Disagree Disagree 
(SA) (A) (DK) (D) (SD} 
35. Since tourism is an important 
industry in Utah, more scenic 
parks, which are used heavily by 
tourists, should be developed 
rather than boating parks, which 
accommodate more residents. SA A DK SD 
Comment: 
36. Some Division lands should 
remain undeveloped or s emi-
developed for those users 
who dislike developed 
facilities . SA A DK D SD 
Comment: 
37. Generally, nonresident visitors 
are more appreciative of the 
resources and facilities than 
are Ut ahans. SA A DK D SD 
Co=ment : 
38. It should be the responsibility 
of the Division to ensure that 
it provides situations for a 
variety of recreational cxper-
iencea (tennis courts to wild er-
ness) . SA A DK SD 
CoDDent: 
39. Park acquisition and development 
along the Wasatch Front should 
have priority over park develop-
ment in less densely populated 
areas. SA A DK D SD 
Comment : 
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40. Below are some possible goals and considerations for developing new state parka. 
How important do you consider these? 
Very Some Not Don't 
Important Important llhpOrtaftce ImpOrtant Know 
a. State economic growth 
b. Local economic growth 
c. Developing parks near the 
people 
d. Tourist promotion 
Reserving a unique natural 
site 
f. Developing for concentrated 
uoe 
g . Take advantage of zoning 
(parks in flood plains, 
etc.) 
h. To acquire more federal 
funds 
1. Other-------
Other -------
41. To what extent should the Division be involved in developing facilities and 
programs for the following recreation activities? 
Activity or Program 
camping 
hiking 
acenic drives 
hunting 
off-road vehicles 
snovmobiling 
aki-tour ing 
horseback riding 
fishing 
canoeing and k.ayaking 
trail biking 
playfielda for statewide 
tournaments 
picnicking 
boating 
swimming 
bicycling 
golf 
tennis 
community playgrounds 
~~~=~ -------
More than Same Amount Less than 
at present as present at present None 
42. The follo\rlng are some programs presently under consideration . Please 
indicate if you think these are important from the standpoint of recreation 
:!len.age:ne:l.t b 1J t3h e~d -!£ the Di\ti~ion .should. e.-de-!c.ie.t:er -the progre:n. 
Should Division 
Administer 
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Yes No 
Very 
Important 
Importance 
Important Unimportant Don't Knov 
.. scenic roads 
b . bicycle trails 
c . hiking trail 
aysrem 
d. scenic and wild 
rivers system 
.. other 
f. other 
I II. TRAINING 
43. The following topics have been s uggested for on the job training . Please 
indicate which topics yo u feel are most needed. 
a . first aid 
b . search and rescue 
e. concessionaire management 
d . law enforcement 
interpreting the park. or area 
to visitors 
t. Division goals and policies 
8 · vieitation estimates 
h. care and maintenance of equipment 
and fac ilities 
1. dealing with visitor conflicts 
j. business management 
k. public: administration 
l. public: speaking 
m. report and news release writing 
~~~=~ ---------
Very Much Not 
tt:eeded Needed Needed Don 1 t Know 
45. Which of the following topics are problem areas vith respect to state park 
operations or policy. 
a. adequacy of signing 
b. visitor programs 
enforcing concessionaire 
contracts 
d. collecting entrance and user 
fees 
e, not enough commercial service~J 
provided 
f, conflicts with other state 
agencies 
g. conflict with federal agencies 
h . enforcing laws 
1. other (specify ______ _ 
45A. Suggestions for improvement: 
A Not a 
Problem Problem 
Where or what is 
the problem? 
b. ____________________________________________________ ___ 
c . ____________________________ __ 
d. ________________________________________________ _ 
( •. _____________________ ~---------------------------
8·-------------------------------------------------
h. ____________________________ _ 
l. ____________________________ _ 
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Appendix B 
Responses to Items Chosen for the Following 
Attitude Indices: 
1. Attitude toward communication 
2. Career opportunities, security, and training 
3 . Degree of responsibility and participation in decision making 
4. Attitude toward official Division goals and policies 
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Attitude Toward Official Division Goals and Policies 
Table 19. Item Al. "Concessionaires should take over the job of providing 
camping facilities in some state parks." 
Employee Response Value Absolute Adjusted 
Grou[! Freguency freguency !'&l 
Board agree 2 3 33 . 3 
disagree 4 3 33.3 
strongly disagree 5 3 33.3 
missing 0 0 
Admin. Strongly agree 1 12 . 5 
don't know 3 1 12.5 
disagree 4 3 37.5 
s trongl y disagree 5 3 37.5 
missing 0 0 
Planning agree 2 2 33 . 3 
disagree 4 3 50 .0 
strongly disagree 5 1 16. 7 
missing 0 0 16.7 
SLC oper. don't know 3 1 12. 5 
disagree 4 5 62.5 
strongly disagree 5 2 25.0 
missing 0 0 
Field operations 
strongly agree l l 2. 2 
agree 2 3 6.7 
don't know 3 10 22 . 2 
disagree 4 19 42.2 
strongly disagree 5 12 26.7 
missing 0 0 
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Table 20. Item A2. "Using Division lands for purposes in addition to recrea-
tion (mining, grazing, etc.) is a sound management policy." 
Employee Response Va lue Absolute Adjusted 
grOU[2 Freguency Fre!:J!!ency !%l 
Board strongly agree 1 12.5 
agree 2 6 75 . 0 
disagree 4 1 12.5 
missing 0 
Admin. strongly agree 12. 5 
agree 2 4 50.0 
don't know 3 2 25.0 
strongly disagree 5 1 12.5 
missing 0 0 
Planning strongly agree 1 16.7 
don't know 3 16. 7 
disagree 4 4 66.7 
missing 0 0 
SLC oper. agree 2 2 25.0 
don't know 3 3 37 . 5 
disagree 4 3 37.5 
miss ing 0 0 
Field operations 
strongly agree 2 4.4 
agree 2 14 31. 1 
don't know 3 7 15 . 6 
disagree 4 16 35.6 
strongly disagree 5 6 13.3 
missing 0 0 
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Table 2 1. Item A3 . "There is a definite need to acquire more lands for 
potential state parks. " 
Employee Response Va lue Absolute Adjusted 
group Frequency Frequency (%) 
Board agree 2 7 77 . 8 
disa.gree '\ 2 22.2 
missing 0 0 
Admin. agree 2 6 75.0 
disagree 4 2 25.0 
missing 0 0 
Planning strongly agree 1 2 33 . 3 
agree 2 2 33 .3 
don't know 3 1 16.7 
disagree 4 1 16.7 
missing 0 0 
SLC oper. agree 2 3 37.5 
don't know 3 1 12.5 
disagree 4 4 50.0 
missing 0 0 
Field operations 
strongly agree 1 5 11.4 
agree 2 19 43 . 2 
don't know 3 5 11.4 
disagree 4 10 22.7 
strongly disagree 5 5 11.4 
missing 0 
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Table 22 . Item A4. " Rather than acquisition of more lands, greater 
emphasis should be directed toward developing the state 
parks we have." 
Employee Response Value Absolute Adjusted 
grouQ FreguenC):: Freguenc):: {%) 
Board agree 2 4 50.0 
don't know 3 1 12. 5 
disagree 4 3 37.5 
missing 0 1 
Admin. strongly agree 4 50.0 
agree 2 12.5 
disagree 4 3 37.5 
missing 0 0 
Planning strongly agree 1 2 33.3 
agree 2 2 33 .3 
d isagree 4 16 . 7 
strongly disagree 5 1G.7 
missing 0 0 
SLC oper. strongly agree 1 2 25.0 
agree 2 6 75.0 
missing 0 0 
Field operations 
strongly agree 19 43.2 
agree 2 19 43.2 
don't know 3 3 6.8 
disagree 4 3 6.8 
missing 0 0 
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Table 23. Item A5. "Historical parks should be removed from the state 
park system and managed by some other agency." 
Employee Response Value Absolute Adjusted 
group Frequency Frequency (%) 
Board agree 2 3 33.3 
don't know 3 11. 1 
disagree 4 4 44.4 
strongly disagree 5 1 11.1 
missing 0 0 
Admin. agree 2 1 12.5 
disagree 4 6 75.0 
strongly disagree 5 1 12.5 
missing 0 0 
Planning agree 2 1 16. 7 
disagree 4 2 33.3 
strongly disagree 5 3 50.0 
missing 0 0 
SLC oper. agree 2 2 25.0 
don't know 3 1 12.5 
disagree 4 2 25.0 
strongly disagree 5 3 37. 5 
missing 0 0 
Field operations 
strongly agree 1 2 4.4 
agree 2 3 6.7 
don't know 3 4 8.9 
disagree 4 27 60.0 
strongly disagree 5 9 20.0 
missing 0 0 
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Table 24. Item A6 and A7. "Below are some possible goals and considerations 
for developing new state parks. How important do you consider 
these?" (A6) Local economic growth. (A7) Reserving a unique 
natural site 
Item Employee Response Value Absolute Adjusted 
code grouQ freguency freguency (%.) 
A6 Board very important 1 11. 1 
important 2 5 55.6 
some importance 3 3 33.3 
missing 0 0 
Admin. very important 12 . 5 
important 2 2 25.0 
some importance 3 3 37.5 
not important 4 2 25.0 
missing 0 0 
Planning very important 2 33.3 
important 2 16.7 
some importance 3 16.7 
not important 4 16.7 
don't know ;, 1 16.7 
missing 0 0 
SLC oper. very important 3 42 .9 
important 2 3 42.9 
some importance 3 14.3 
missing 0 
Field opr. vary important 1 14 31.8 
important 2 22 50.0 
some importance 3 7 15.9 
not important 4 2.3 
missing 0 1 
A7 Board very important 1 5 55 .6 
important 2 4 44.4 
missing 0 0 
Admin. very important 1 6 75.0 
some importance 3 2 25.0 
missing 0 0 
Planning very important 1 3 50. 0 
important 2 2 33.3 
some importance 3 1 16.7 
missing 0 0 
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Table 24 . Continued. 
Item Employee Response Value Absolute Adjusted 
code grOUE fr~uency freguency !~) 
SLC opr. ver y impo rta nt 5 62 . 5 
important 2 2 25 .0 
some· importance 3 1 12.5 
missing 0 0 
Field opr. very important 1 23 51. 1 
important 2 15 33.3 
some importance 3 4 8.9 
not important 4 2 4.4 
don't know 5 2 . 2 
missing 0 0 
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Career Opportunities, Security, Training 
Table 25. Item Bl. "Generally speaking, my salary is adequate and 
reflects my job responsibilities. " 
Employee Response Value Absolute Adjusted 
group fteguency freguency (%) 
Board agree 2 2 33 . 3 
disagree 4 2 33 . 3 
strongly disagree 5 2 33.3 
missing 0 3 
Admin. agree 2 3 37.5 
disagree 4 4 50.0 
strongly disagree 5 1 12 . 5 
missing 0 0 
Planning agree 2 2 33.3 
disagree 4 2 33 . 3 
strongly disagree 5 2 33.3 
missing 0 0 
SLC opr. disagree 4 5 62.5 
strongly disagree 5 3 37.5 
missing 0 0 
Field opr. agree 2 9 20.0 
disagree 4 22 48.9 
strongly disagree 5 14 31. 1 
missing 0 0 
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Table 26 . Item B2. "Promotions as admin istered in the Division do not 
foster employee pride and achievement." 
Emp loyee Response Value Abo lute Adjusted 
grou12 fr~uency freguenc y (o/a) 
Board don't know 3 6 75.0 
agree 4 2 25.0 
missing 0 1 
Admin. disagree 2 2 25 . 0 
don't know 3 1 12.5 
agree 4 4 50 . 0 
strongly agree 5 1 12.5 
missing 0 0 
Planning strongly disagree 1 1 16.7 
don't know 3 2 33.3 
agree 4 2 33.3 
strongly agree 5 1 16.7 
miss ing 0 0 
SLC opr . disagree 2 3 37 . 5 
agree 4 4 50 . 0 
strongly agree 5 1 12.5 
missing 0 0 
Field opr. strongly disagree 1 2.3 
disagree 2 11 25.0 
don't know 3 11 25.0 
agree 4 19 43 . 2 
str ongly agree 5 2. 4.5 
missing 0 
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Table 27 . Item B3. "Being an employee of the Division offers secure 
employment." 
Employee Response Value Absolute Adjusted 
grou~ freguency freguency (~l 
Board strongly agree 1 1 12.5 
agree 2 4 50 .0 
don't know 3 2 25.0 
disagree 4 1 12.5 
missing 0 1 
Admin. strongly agree 1 2 25 . 0 
agree 2 4 50 . 0 
don't know 3 2 25.0 
missing 0 0 
Planning strongly agree 1 1 16.7 
agree 2 5 83.3 
missing 0 0 
SLC opr. agr ee 2 4 57.1 
don't know 3 14.3 
disagree 4 2 28.6 
missing 0 
Field opr. s trongly agree 4 8.9 
agree 2 29 64.4 
don't know 3 7 15.6 
disagree 4 4 8. 9 
strongly disagree 5 1 2.2 
missing 0 0 
98 
Table 28 . Item B4. "Working for the Division provides me with a sense of 
accomplishment and pride." 
Employee Response Value Absolute Adjusted 
grou2 freguency freguency {'&) 
Board strongly agree 2 28 . 6 
agree 2 5 71.4 
missing 0 2 
Admin. strongly agree 4 50 . 0 
agree 2 4 50 . 0 
missing 0 0 
SLC opr. strongly agree 1 2 28.6 
agree 2 3 42.9 
disagree 4 2 28 . 6 
missing 0 1 
F ield opr. strongly agree 15 33 . 3 
agree 2 25 55 . 6 
don't know 3 3 6.7 
disagree 4 2 4.4 
missing 0 0 
Planning s trongly agree 1 16.7 
agree 2 5 83.3 
missing 0 0 
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Table 29. Item B5. ''Whatever on-the-job training I have received has 
been adequate for my position." 
Employee Response Value Absolute Adjusted 
groue freguency freguency !'Kll 
Board agree 2 4 57.1 
donJt kilow 3 2 28 . 6 
disagree 4 1 14.3 
missing 0 2 
Admin. agree 2 4 50 . 0 
disagree 4 4 50.0 
missing 0 0 
Planning agree 2 2 33.3 
don't know 3 2 ~3.3 
disagree 4 1 16.7 
strongly disagree 5 1 16.7 
missing 0 0 
SLC opr. strongly agree 12.5 
agree 2 2 25 .0 
disagree 4 4 50.0 
strongly disagree 5 12.5 
missing 0 0 
Field opr. strongly agree 1 1 2.2 
agree 2 20 44.4 
don't know 3 1 2.2 
disagree 4 20 44 . 4 
strongly disagree 5 3 6.7 
missing 0 0 
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Attitude Toward Communication 
Table 30 . Item Cl. "Co mmunications within the Division reflect an aware-
ness of knowing each others problems ." 
Employee Response Value Absolute Adjusted 
grou~ freguency freguency !%! 
Board agree 2 3 3 '1. 5 
don't know 3 3 37 .5 
disagree 4 1 12.5 
strongly disagree 5 12.5 
missing 0 
Admin. agree 2 2 25.0 
disagree 4 4 50.0 
strongly disagree 5 2 25.0 
missing 0 0 
Planning agree 2 2 33 . 3 
disagree 4 2 33 . 3 
s trongl y disagree 5 2 33 . 3 
missing 0 0 
SLC opr . agree 2 12.5 
don't know 3 1 12. 5 
disagree 4 5 62.5 
strongly disagree 5 12.5 
missing 0 0 
Field opr. strongly agree 2 4.4 
agree 2 16 35. 6 
don't know 3 1 2.2 
disagree 4 22 48.9 
strongly disagree 5 4 8. 9 
missing 0 0 
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Table 31. Item C2. "Existing written guidelines on policy assist field 
personnel in performing their duties . " 
Emp loyee Response Value Absolute Adjusted 
grOU[! Freguency Fr~uency 
Board agree 2 3 37 . 5 
don't know 3 4 50.0 
strongly disagree 5 1 12.5 
missing 0 1 
Admin. agree 2 2 25.0 
don't know 3 2 25.0 
disagree 4 3 37.5 
strongly disagree 5 1 12.5 
missing 0 0 
Planning agree 2 4 66.7 
don't know 3 1 16 . 7 
disagree 4 1 16.7 
missing 0 0 
SLC opr. strongly agree 1 1 14.3 
agree 2 2 28 . 6 
don't know 3 1 14.3 
disagree 4 1 14. 3 
strongly disagree 5 2 28.6 
missing 0 
Field opr. strongly agree 1 2.2 
agree 2 19 42.2 
don't know 3 4 8.9 
disagree 4 10 22.2 
strongly disagree 5 11 24.4 
missing 0 0 
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Table 32. Item C3. "There is enough interaction between headquarters and 
field personnel." 
Employee Response Value Absolute Adjusted 
grou11 freguency fr~uency !o/cl 
Board strongly agree 1 1 12.5 
agree 2 2 25 . 0 
don't know 3 2 25.0 
disagree 4 2 25 . 0 
strongly disagree 5 1 12.5 
miss ing 0 1 
Admin . agree 2 2 25.0 
don't know 3 3 37.5 
disagree 4 3 37.5 
missing 0 0 
Planning agree 2 2 33.3 
don't know 3 16.7 
disagree 4 2 33.3 
strongly disagree 5 1 16.7 
missing 0 0 
SLC opr. agree 2 14.3 
don't know 3 1 14.3 
disagree 4 3 42.9 
strongly di sagree 5 2 28.6 
missing 0 
Field opr. agree 2 13 28.9 
don't know 3 3 6.7 
disagree 4 28 62.2 
strongly disagree 5 1 2 .2 
missing 0 0 
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Table 33 . Item C4. "Too much time which could be better spent elsewhere 
is spent doing unnecessary paperwork." 
Employee Response Value Absolute Adjusted 
grou12 freguency fr~uency !%l 
Board strongly agree 1 2 25.0 
agree 2 1 12.5 
don't know 3 5 62.5 
missing 0 1 
Admin. agree 2 3 37.5 
don't know 3 12.5 
disagree 4 4 50 .0 
missing 0 0 
Planning agree 2 4 66.7 
don't know 3 1 16.7 
disagree 4 1 16.7 
missing 0 0 
SLC opr. agree 2 4 57 .1 
don't know 3 14.3 
disagree 4 2 28.6 
missing 0 
Field opr. strongly agree 6 13.3 
agree 2 12 26.7 
don't know 3 5 11. 1 
disagree 4 22 48 .9 
missing 0 0 
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Table 34. Item C5. "The Division manual provides useful, up-to-date 
information." 
Employee Response Value Absolute Adjusted 
grou12 freguency freguency {%) 
Boa rd agree 2 3 37. 5 
don't know 3 5 62.5 
missing 0 
Admin. agree 2 12 . 5 
don't know 3 12 . 5 
disagre e 4 3 37.5 
strongly disagree 5 3 37.5 
missing 0 0 
Planning agree 2 2 33.3 
don't know 3 2 33 . 3 
disagree 4 1 16.7 
strongly disagree 5 1 16.7 
missing 0 0 
SLC opr. don't know 3 1 14.3 
disagree 4 3 42.9 
strongly disagree 5 3 42.9 
missing 0 1 
Field opr. strongly agree 1 1 2.2 
agree 2 9 20.9 
don't know 3 2 4.4 
disagree 4 13 28.9 
strongly disagree 5 20 44.4 
missing 0 0 
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Degree of Responsibility and Participation 
In Decision Making 
Table 35 . Item Dl. " The existing chain of authority and organizational struc-
structure in the Division permits each employee to work to the best 
of his abil ity . " 
Employee 
group 
Board 
Admin. 
Planning 
SLC opr. 
Field opr. 
Response 
agree 
don't know 
missing 
agree 
don't know 
disagree 
missing 
agree 
disagree 
strongly disagree 
missing 
agree 
disagree 
strongly disagree 
missing 
agree 
don't know 
disagree 
strongly disagree 
missing 
Value 
2 
3 
0 
2 
3 
4 
0 
2 
4 
5 
0 
2 
4 
5 
0 
2 
3 
4 
5 
0 
Absolute Adjusted 
freguency frequency (%) 
5 62.5 
3 37.5 
3 37 . 5 
12.5 
4 50.0 
0 
16.7 
4 66.7 
1 16.7 
0 
3 37.5 
4 50.0 
12.5 
0 
27 60.0 
2 4.4 
14 31.1 
2 4.4 
0 
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Table 36. Item D2. "I have generally been effective in providing input into 
top policy decisions. " 
Employee Response Value Absolute Adjusted 
grOUQ fr~uenc~ freguency !%! 
Board strongly agree 3 37.5 
agree 2 2 25.0 
don't know 3 1 12.5 
disagree 4 2 25.0 
Missing 0 1 
Admin. agree 2 3 37.5 
don't know 3 3 37.5 
disagree 4 12.5 
strongly disagree 5 1 12.5 
missing 0 0 
Planning agree 2 4 66.7 
don't know 3 2 33.3 
missing 0 0 
SLC opr. agree 2 1 12.5 
don't know 3 1 12.5 
disagree 4 5 62 . 5 
strongly disagree 5 1 12.5 
missing 0 0 
Field opr. strongly agree 1 1 2 . 2 
agree 2 9 20.0 
don't know 3 8 17.8 
disagree 4 20 44.4 
strongly disagree 5 7 15.6 
missing 0 0 
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Table 37. Item D3. " ! should have more input into top policy decisions . " 
Employee Response Value Absolute Adjusted 
grou2 freguency freguency (%! 
Board strongly disagree 1 1 12. 5 
disagree 2 3 37.5 
don't know 3 12.5 
agree 4 2 25.0 
strongly agree 5 12.5 
missing 0 1 
Admin. strongly disagree 1 1 12.5 
disagree 2 2 25.0 
don't know 3 3 37 . 5 
agree 4 2 25.0 
missing 0 0 
Planning disagree 2 3 50.0 
don't know 3 16.7 
agree 4 2 33.3 
missing 0 0 
SLC opr. don't know 3 2 28.6 
agree 4 4 57.1 
strongly agree 5 14.3 
missing 0 
Field opr. strongly disagree 1 2 4 . 4 
disagree 2 5 11.1 
don't know 3 5 11.1 
agree 4 27 60.0 
strongly agree 5 6 13.3 
missing 0 0 
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Table 38. Item D4. "I participate in most planning decisions that affect my 
area of responsibility. " 
Employee Response Value Absolute Adjusted 
grou~ freguency fr!::!Juency !~ 
Board strongly agree 1 3 37.5 
agree 2 2 25 . 0 
don't know 3 2 25.0 
disagree 4 12.5 
missing 0 1 
Admin. agree 2 5 62.5 
disagree 4 3 37.5 
missing 0 0 
Planning strongly agree 1 1 16.7 
agree 2 3 50 . 0 
disagree 4 2 33.3 
missing 0 0 
SLC opr. strongly agree 14.3 
agree 2 3 42.9 
disagree 4 3 42.9 
missing 0 1 
Field opr. strongly agree 1 3 6.7 
agree 2 17 37.8 
don't know 3 3 6.7 
disagree 4 14 31.1 
strongly disagree 5 8 17.8 
missing 0 0 
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Table 39. Item D5. "I find that I do not have enough authority to perform 
the responsibilities that I am charged with." 
Employee Response Value Absolute Adjusted 
grou[! freguency fr~uency (%) 
Board strongly disagree 1 1 12 . 5 
disagre·e 2 4 50 . 0 
don't know 3 2 25 . 0 
strongly agree 5 l 12.5 
missing 0 
Admin. strongly disagree 1 1 12.5 
disagree 2 3 37.5 
agree 4 3 37 . 5 
strongly agree 5 1 12.5 
missing 0 0 
Planning strongly disagree 1 16.7 
disagree 2 3 50.0 
don't know 3 16.7 
strongly agree 5 16. 7 
missing 0 0 
SLC opr. disagree 2 2 25. 0 
agree 4 5 62.5 
strongly agree 5 12 . 5 
Missing 0 0 
Field opr. strongly disagree 2 4.4 
disagree 2 22 48.9 
don't know 3 3 6.7 
agree 4 13 28 . 9 
strongly agree 5 5 11.1 
missing 0 0 
